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ABSTRACT | 

I 

\ 

The  Army  is  losing  many  of  'its  finest  young  officers 
to  positions  in  civilian  industry.  '^This  study  is  designed 
to  determine  v/hat  factors  are  influencing  iihes^JVjuni  or 
officers  to  leave  the  military  organization. 

A questionnaire  was  mailed  to  ')2k  V/est  Point 
Graduates.  The  sample  was  equally  divided  between  active 
duty  officers  and  officers  v/ho  had  resigned  from  the  Army. 
Personnel  v;ere  queried  regarding  the  influence  of 
extrinsic  and  intrinsic  factors  on  their  career  decisions. 
Responses  v^ere  analyzed  through  text  and  tables  throughout 
this  study. 

Results  indicated  that  both  ex‘i;rinaic  and  intrinsic 
factors  influenced  the  young  officer  to  stay  in  or  leave 
the  Army,  The  influence  of  senior  officers,  family 
separations,  perception  of  proper  utilization  of  background 
skills,  money,  fringe  benefits  and  intrinsic  motivators 
were  found  to  be  im.portant  in  influencing  the  iunior 
officer's  ca"per  decision. 

It  i.s  e'-'ident  tbat  this  research  has  only  lit.'ht]y 
touched  the  suh.iecl  of  junior  officer  retention,  Tt  is 
honed  that  ‘t  vill  bn  "ou  r o ex  i'cns  > /n  -- 
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research  and  in  that  aspect  materially  aid  the  Army  with 
the  retention  problem  and  in  torn  increase  the  young 
officer's  .job  satisfaction.^ 


research  and  in  that  aspect  ma+erially  aid  the  Army  with 
the  retention  problem  and  in  tvirn  increase  the  young 
officer's  job  satisfaction. 


CHAPTER  1 


INTRODUCTION 


The  post  V/orld  V/ar  II  Cold  War  has  considerably 
expanded  the  number  and  types  of  Army  missions.  The 
development  of  highly  technical  v/eapon's  systems  and  the 
new  politico-military  environment  has  created  a need  for  a 
new  breed  of  Regular  Army  Officers, 

This  need  v/as  realized  aind  many  changes  were 
initiated  in  the  education,  training  and  recruitment  of 
junior  officers  in  the  period  follov.'ing  the  Korean 
Conflict,  The  United  States  Military  Academy,  in 
particular,  made  large  strides  to  revamp  their  academic 
curriculum  in  order  to  be  more  attuned  to  the  reawakened 
educational  necessities  of  a new  era  (Farris  1971 t p.  9). 

This  academic  evolution  at  West  Point  produced  an 
officer  more  qualified  and  sought  after  by  eivilian 
industry.  The  new  graduate  looked  about  and  saw  a 
generally  prosperous  civilian  economy  with  increased 
comfort  and  leisure  time,  With  remnants  of  the  homogenous, 
relatively  intimate,  old  Army  still  influencing  the  young 
officer's  superiors  these  civilian  conditions,  described 
above,  became  increasingly  ati'.' active  to  him.  The  onset  cf 
the  Viet  Nam  War  brouglit  a general  downgrading  of  the 
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military's  prestige  among  the  civilian  populace  and  in 
turn,  began  to  increase  the  separations  of  the  young 
officer  and  his  family  as  the  Regular  Army  Officer  was 
called  upon  for  repeated  combat  tours.  Thus  as  the 
alternatives  to  an  Army  career  became  more  attractive  the 
junior  officer  retention  problem  became  more  severe. 

Under  present  circumstances,  the  Army  can  expect  to 
retain,  pas"^  the  length  of  their  initial  obligation,  only 
18  percent  of  its  junior  grade  officers  (The  Franklin 
Institute  Research  Laboratories  1968,  Volume  II,  p,  1). 
jPhis  staggering  turnover  rate  creates  numerous  serious 
personnel  problems  in  efficiency  and  waste  of  available 
resources.  It  further  makes  it  almost  impossible  for  the 
Army  to  exercise  any  degree  of  choice  in  selecting  those 
junior  officers  that  it  would  most  like  to  retain.  This 
turnover  rate  can  be  compared  to  one  of  50  percent  for  male 
college  graduates  leaving  their  first  civilian  job  ("People 
at  Woi'k"  1970,  p.  7). 


In  conjunction  v;ith 
separation  of  junior  grade 
alarmingly  high  number  of  g 
Military  Academy  resigning 
classes  recoi’tly  eligible  t 


the  generally  high  rate  of 
officers  there  has  also  been  an 
raduates  of  the  United  States 
from  the  service.  This  rate  for 
0 resign  is  reflected  in 


Table  I (i.'.odsgcr  1970,  Inclosurc  3). 
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TABLE  I 


RECENT  ARP.iY  RESIGNATION  RATES 
FOR  WEST  POINT  GRADUATES 

Class 

Number  Resigned  (Army  only) 

As  of  30  June  1970 

% Resigned 

1962 

134 

25.5 

1963 

120 

26.9 

1964 

135 

27.4 

1965 

139 

26.7 

Somewhat  comparable  figures  for  the  Academy  year 
groups  1951  through  I96I  shov/  that  the  resignation  rate  for 
these  officers  at  the  end  of  their  initial  service 
obligations  v/as  only  15.5  percent  (Deputy  Chief  of  Staff 
for  Personnel,  U.S.  Army  1970,  p.  1-1-1).  Army  officials 
are  naturally  quite  concerned  over  the  recently  high 
resignation  rate  since  the  time,  expense,  and  degree  of 
training  a V/est  Point  officer  is  considerable.  This  fact 
coupled  v/ith  the  clamor  for  an  all  volunteer  Army  has 
prompted  the  Defense  Department  to  attempt  to  determine 
exactly  why  the  young  officer  is  leaving  the  service. 
Conjecture  as  to  the  resignee’s  motives  is  not  sufficient 
to  initiate  workable  programs  aimed  at  retaining  the  highly 
qualified  junior  leader.  Thus,  the  purpose  of  this  thesis 
is  to  anal .'/■?,&  the  exti'insic  and  ini'.rinsic  factors  affecting 
the  career  decisions  of  West  Point  educated  junior  grade 


officers  v;ho  have  resigned  from  the  Up.ited  States  Army. 


The  purpose  of  limiting  the  subject  to  Military  Academy 
Army  officers  is  not  to  insinuate  that  other  services, 
individuals  or  sources  of  commissions  are  less  important. 
Rather,  the  sample  was  narrowed  to  the  West  Pointer 
primarily  because  his  address  v/as  more  available,  through 
his  Alumni  Association,  than  other  separated  officers.  It 
is  impossible  at  this  point  to  state  whether  or  not  the 
Academy  Graduate  is  necessarily  representative  of  all 
separating  junior  officers,  however,  it  is  felt  the  results 
of  this  study,  thoughtfully  reviewed,  will  be  beneficial  in 
the  retention  of  the  majority  of  junior  officers  becoming 
eligible  for  separation. 
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CHAPTER  2 


LITERATURE  REVIEW  AND  RESEARCH  HYPOTHESES 

This  chapter  will  seek  to  point  out  the  facts 
surrounding  numerous  studies  previously  conducted  which  are 
considered  to  be  related  to  this  research.  Following  this 
review  of  literature  the  research  hypotheses  for  this 
thesis  will  be  carefully  related. 

Literature  Rev5  ev.' 

The  transformation  of  the  military  e_stablishment , 
discussed  briefly  in  Chapter  1,  has  had  an  extreme  im.pact 
on  the  m.ilitary  officer  and  his  career  (Simon  and  Zald 
1964,  p,  257).  First,  the  small,  homogeneous  officer  corp 
of  pre-V/orld  War  II  has  been  destroyed  and  in  its  place  is  a 
huge,  impersonal,  very  complex  bureaucratic  military 
establishment.  Second,  the  technical  and  political 
awareness  requirements  now  essential  for  a military  officer 
has  led  to  a proliferation  of  professional  skill  require- 
ments and  forced  the  Arm.y  to  train  young  officers  in  skills 
compatible  v;ith  civilian  occupations  (i.e,,  Civil 
Engineering,  Aerospace  Engineering,  International  Relations, 
etc,).  Third,  the  military  corrmnnity  is  rn  lnn'',er  isolated 
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from  its  civilian  counterpart;  more  civilians  have  been  a 
part  of  Army  life,  more  Army  men  are  being  trained  in 
civilian  institutions  and  more  military  families  must  live 
as  part  of  civilian  society  due  to  an  inadequate  number  of 
available  on-post  homes.  These  trends  have  considerably 
affected  military  career  commitments  in  that  primarily  the 
young  officer  of  today  is  well  aware  of  what  is  going  on 
within  the  civilian  community  and  the  opportunity  to 
transfer  to  civilian  employment  is  a very  real  possibility. 
This  was  not  necessarily  the  case  v/ith  pre-World  V.'ar  II 
officers. 


Few  organizations  of  any  type  emphasize  the 
assimilation  of  a role  as  does  the  military  (Janov.’itz  I965, 
p.  50)*  only  must  the  officer  be  technically  qualified 

he  must  also  master  a complex  code  of  professional  behavior 
and  etiquette  v/hich  governs  his  deportment  on  and  off  the 
job.  The  process  of  assimilation  teaches  the  young  officer 
the  required  behaviors  expected  of  one  in  his  position  and 
he  is  expected  to  perform  in  this  manner  regardless  of  his 
personal  preferences. 

Such  assimilation  requires  strong  positive  motives 
if  military  tasks  are  to  be  performed  in  an  expedient 
manner.  Since  the  specific  missions  of  the  Ar.ny  are 
constantly  cliangi.ng  due  to  the  impact  of  tcch.nology,  tiiis 
assimilation  of  the  professional  officer  is  a process  vdiich 


7 


does  not  end  during  his  military  career.  He  is  forever 
abandoning  one  type  of  military  role,  such  as  tactical 
commander,  for  another,  such  as  a strategic-oriented , high 
level  staff  position.  This  is  an  extremely  difficult 
process  which  obviously  requires  extensive  training.  The 
complexity  of  the  training  and  the  confusion  involved  in 
these  role  changes  is  further  emphasized  by  the  cold  v;ar. 
Presently  the  military  professional  must  be  prepared  for 
a thermonuclear  v/ar,  a limited  v/ar,  and  a brushfire  or 
guerrilla  v;ar  such  as  Viet  Nam.  Thus,  not  only  are  the 
Army  officers  being  trained  for  multiple,  changing  roles 
but  also  for  roles  about  which  th.ere  is  little  clarity  -or 
agreement. 

In  addition  to  his  numerous  military  roles  every 
officer  has  other  roles  v;hich  can  potentially  hinder  his 
ability  to  performi  his  military  duties  (Janov/itz  1965, 
pp,  IO6-IO7).  The  obligations  of  family  life,  the 
attractiveness  of  other  careers  and  the  cross-pressures 
resulting  from  frequent  civilian  community  contacts  result 
in  numerous  role  conflicts  for  the  military  man.  The 
adequate  mans.gement  of  these  role  conflicts  is  a must  for 
the  military  establishment  if  they  wish  to  retain  these 
young,  pi’eT  i f i offico's. 

Occupy  or.oT  cl-.O’C'-'  I'  -'-'d  on  ati  elaborate  set 
of  factors,  Sucii  choices  are  said  to  consist  of  rational 
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decisions,  psychological  identifications,  family 


traditions,  and  opportunity  possibilities  (Simon  and  Zald 
1964,  p,  2?1).  Choice  of  a military  career,  as  an  officer, 
would  seem  to  originate  from  a v/ider  motivational  range 
than  most  other  occupations  since  family  and  regional 
traditions,  desire  to  avoid  the  draft,  actually  being 
drafted,  and  numerous  other  factors  could  influence  such  a 
decision.  In  the  choice  of  a military  career  it  would  seem 
that  initial  motivations  would  have  a greater  impact  on 
later  career  commitment  than  in  most  professions.  In  this 
regard  hov.’cver,  Simon  and  Zald  in  examining  the  career 
plans  of  individuals  entering  the  service  found  that  v/lth 
the  exception  of  F<lilitary  Academy  graduates,  overall  that 
original  career  intentions  had  only  a slight  relation  to 
later  career  plans.  Among  the  Military  Academy  graduates 
hov/ever,  very  fev;  originally  planned  only  a minimum  tour  of 
duty  and  it  was  only  among  the  Academy  officers  that  initial 
intentions  to  follow  a military  profession  could  actually 
be  linked  v/ith  career  plans.  The  same  study  emphasized 
that  officers'  intentions  to  stay  in  the  service  wore 
substantially  strengthened  if  they  felt  their  skills  were 
being  utilized  effectively  by  the  military  establishment. 
Thus,  more  t;ian  .]  mol-iv^s,  career  experiences  v’ovd.d 

seoiTi  to  be  a la.rgo  infliience  in  t'ne  young  officers'  career 
decision  (Simon  and  Zald  1964,  p.  276), 
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For  many  years  it  has  been  hypothesized  that  an 
individual's  on-the-job  values  or  motivations  could  be 
classified  as  intrinsic  or  extrinsic  (Bugental  and  Centers 
1966,  p,  193).  Intrinsic  factors  are  those  related  to  v.’ork 
itself  such  as  pride,  challenge,  responsibility  and 
independence.  Extrinsic  motives  are  considered  to  be 
environm.ental  factors  such  as  pay,  v/orking  conditions  and 
fringe  benefits.  This  division  is  certainly  not  new. 

However,  there  has  been  a considerable  resurgence  of  interest 
in  this  dichotomy  in  the  past  decade.  This  nev/  interest 
has  been  the  result  of  Herzberg,  Mausner  and  Snyderman's 
job  satisfaction  research  v/hich  was  published  in  1959. 

They  concluded  the  factors  leading  to  job  satisfaction  were 
separate  and  completely  distinct  from  the  factors  causing 
job  dissatisfaction.  It  v/as  discovered  that  these  feelings 
are  not  opposite  but  are  rather  unipolar.  In  other  words, 
the  opposite  of  job  satisfaction  is  not  job  dissatisfaction 
but  is  rather  no  job  satisfaction.  Likev/ise,  the  opposite 
of  job  dissatisfaction  is  no  job  dissatisfaction.  Intrinsic 
job  factors  were  labeled  as  "motivators"  and  were  found  to 


cause  job  satisfaction  v/hile  contributing  very  little  to  job 
dissatisfaction.  Similarly  the  researchers  equated  job 


dissatisraction  v/lth  cxti-jnsio  job  factoi'S  which  thev 


called  "i'ygi.enes" . 
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There  has  been  considerable  criticism  of  Herzberg’s 
theory  based  on  several  different  aspects.  His  methodology 
of  using  the  critical  incident  approach  has  been  under  fire 
as  has  the  fact  that  his  study  dealt  v/ith  a restricted 
occupational  sample.  Numerous  learned  individuals  have 
disagreed  v/ith  his  duality  approach  which  completely 
separates  the  "motivators"  and  "hygienes".  Nevertheless, 
no  matter  v/hat  the  criticism  or  praise  of  Herzberg's 
theory  might  be  it  has  certainly  caused  considerable  new 
interest  in  the  field  of  job  satisfaction. 

Rosen  (I963,  p.  37-^3)  sampled  93  research  and 
development  personnel  of  varying  specialities,  education 
and  organizational  levels.  He  had  each  individual  relate 
the  importance  of  II8  different  items  to  their  desire  to 
leave  their  present  positions.  Generally,  Rosen’s  findings 
agreed  v/ith  Herzberg's  study  in  that  most  of  the  important 
items,  v/hich  if  not  present  would  cause  them  to  seek  new 
employment,  were  similar  to  Herzberg's  "motivators", 

Friedlander  and  V/alton  (1964,  pp.  194-20?)  studied 
82  scientists  and  engineers  in  various  job  specialities. 

The  researchers  used  a semi-strxictured  interviev/  in  v/hich 
the  subjects  were  basically  asked  what  were  the  most 
important  factors  'rocping  tV.em  in  their  proncnt.  organize. i;i  on 
and  wl'iat  other  factor?;  might  cause  the;!i  bo  leave.  Again 
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this  study's  conclusions  basically  agreed  v/ith  Herzberg's 
findings.  Reasons  for  remaining  with  the  organization  were 
primarily  "motivators"  and  were  different  from,  and  not 
merely  opposite  to,  the  factors  that  might  cause  the 
interviewees  to  leave,  which  were  basically  "hygienes". 

. Saleh  (1964,  p.  312)  researched  85  male  managers  in 
12  different  companies.  Using  a "Herzberg-like"  interviev/ 
he  presented  a paired  comparison  format  with  a I6  item  job 
attitude  scale.  The  subjects  v/ere  all  senior  managers  v/ho 
would  soon  be  retiring  from  their  respective  companies. 

The  findings  indicated  that  the  pre-retirees,  looking  back 
on  their  careers,  found  that  "motivators"  had  in  fact  been 
their  biggest  source  of  satisfaction  and  "hygienes"  their 
largest  source  of  dissatisfaction.  However,  looking  at  the 
time  left  until  their  retirement,  the  same  men  indicated 
"hygiene"  factors  to  be  a large  source  of  satisfaction. 

In  1966,  V/ernimont  published  in  the  Journal  of 
Applied  Psvcholoav  the  results  of  his  study  entitled 
"Intrinsic  and  Extrinsic  Factors  In  Job  Satisfaction",  The 
results  showed  that  the  individual  approaches  his  employment 
v/ith  definite  views  as  to  v;hat  the  company  should  contribute, 
to  him,  in  return  for  his  services,  efforts  and  personal 
cost.  Such  returns  from,  the  cenpeny,  desired  by  tlie 
employee,  V.'crnimont  found  to  he  extrinsic  job  satisfaction 
factors  or  Herzberg's  "hygienes".  The  employee  also  loolcs 
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at  what  he  is  expectefl  to  contribute  to  the  company  and 
thus  .sets  his  ovm  personal  goals  or  objectives.  These 
goals  are  the  intrinsic  job  satisfaction  factors  or  the 
"motivators".  The  attainment  of  these  intrinsic  aspirations, 
the  research  found,  equaled  job  satisfaction,  v/hereas,  lack 
of  attainment  brought  dissatisfaction.  ^V/hen  people  found 
that  their  company  measured  up  to  what  they  expected  in  the 
way  of  extrinsic  factors  then  these  items  were  no  longer  of 
concern  to  them  and  they  concentrated  on  satisfying  their 
intrinsic  desires.  In  the  same  vein,  however,  the  research 
showed  that  people  tended  to  place  more  importance  on 
extrinsic  factors  for  dissatisfaction  when  given  the 
opportunity  to  do  so.  Thus  they  seemed  to  complain  most 
about  extrinsic  factors  but  the  intrinsic  factors  seemed  to 
be  the  larger  motivator.  ^ 

A similar  motivational  theory  was  explored  in  F'arch 
and  Simon's  Organizations  (1958,  pp,  83-III).  It  was 
labeled  the  theory  of  organizational  equilibrium  and  dealt 
v/ith  the  conditions  under  which  the  organization  can  induce 
its  employees  to  remain  a part  of  the  organization  and  thus 
assure  organizational  survival.  These  men  postulated  that 
the  employee  makes  "contributions"  to  the  organization  for 
which  he  receives,  frorri  the  organi zati  on , "inducements". 


F-ach  emp]  nyee  v/ 
as  long  as  the 


ill  remain  a. 
"inducements" 


part  of  tlio  or.ganization  only 
he  receives  are  as  great  or 


greater  than  the  "contributions"  he  is  called  upon  to  make. 


The  value  of  these  "inducements"  are  measured  in  terms  of 
the  employee's  values  and  in  regard  to  his  opportunity  cost. 
The  "contributions"  of  the  employees  are  the  sources  by 
which  the  organization  acquires  the  "inducements"  for  the 
employees.  If  the  organization  is  to  survive  these 
"contributions"  must  be  sufficient  to  provide  "inducements" 
large  enough  to  continue  to  motivate  the  employees  toward 
their  "contributions". 

March  and  Simon  acknowledge  the  frutility  of 
attempting  to  measure  actual  "contributions"  and  "induce- 
ments" but  suggest  that  this  postulation  is  reasonable 
although  not  empirically  verified.  They  further  divide  the 
inducement-contribution  balance  into  two  major  components 
which  are:  the  perceived  desirability  of  leaving  the 
organization  and  the  perceived  ease  of  leaving  the 
organization. 

The  perceived  desirability  of  movement  from  the 
organization  is  primarily  a function  of  the  employee's 
present  job  satisfaction  and  his  perception  of  the 
alternatives  available  to  him  v;ithin  his  present  organiza- 
tion. The  perceived  ease  of  leaving  the  organ!. ation  is  a 
funs  tic."  01  xiit:  nvn,-.ber  of  poi'ceivad  a/ iri’-orraii  r.av.ior -•]. 
altarnatives  avail.ablo  to  fne  c:nployce.  Such  factors  as 
the  levc],  of  the  economy,  the  employee's  age  and  sex  are 
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considered  here.  Thus,  the  March  and  Simon's  approach  to 
motivation  is  considerably  more  complicated  that  the  "run  of 
the  mill"  job  satisfaction  theory  as  it  considers  a large 
number  of  variables  in  leading  to  the  employee's  decision 
to  participate. 

MacGregor  (1957t  P.  22),  using  a slightly  different 
approach,  interprets  these  same  motivational  problems  in 
terms  of  Maslova's  well-hnov/n  need  hierarchy  (1954).  He 
feels  that  organizations  devote  too  much  time  and  effort  to 
satisfying  the  physiological  and  safety  needs  of  the 
individual  employee  even  after  these  particular  needs  have 
long  since  been  satisfied.  Accordingly,  MacGregor  points 
to  managem.ent ' s greatest  mistake  as  their  failure  to 
recognize  that  their  employee's  dissatisfaction  and  apathy 
tov/ard  their  work  derives  from  the  lack  of  opportunity  to 
satisfy  the  higher  level  needs,  social,  ego  and  self 
fulfillment. 

Using  Maslov/ 's  hierarchy.  Porter  (1963,  pp. 

141-148)  ran  a series  of  studies  to  assess  the  extent  of 


perceived  deficii  ncies  in  need,  fulfillment  as  a function 
of  job  level  and  of  line  versus  staff  types  of  jobs.  His 
sam.pi.e  was  from  industrial  managerent  personnel,  ^ Pasicaliy 


tlii.s  res(;arch  indicated 
v/ere  in  Maslov/ 's  higher 


that  tr.e  ]er~"3t  -eed  d of  i c ’ 0’''-C  i e.'- 

I 

t'.'/o  levcO.s,  evo  an;l  self-fulfi  1] merit 

i- 


t 
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and  that  these  deficiencies  tended  to  increase  at  each 


successively  lov/er  level  of  management, 

Johnson  and  Marcrum  (1968,  p.  457)  following 
Porter's  format  conducted  a similar  study  in  the  perceived 
deficiencies  in  individual  need  fulfillPient  of  career  Army 
officers.  Their  sample  was  504  officers  ranging  in  rank 
from  Captain  to  Colonel  and  the  conclusions  agreed  basically 
v/ith  Porter.  Perceived  need  fulfillment  deficiencies  tend 
to  increase  at  successively  lov;er  levels  in  the  military 
hierarchy.  ^ Generally,  need  fulfillment  deficiencies  were 
greatest  in  the  ego  and  self-full  illinent  categories.  > 

Sui'pri singly , the  deficiencies  which  appeared  to  have  tiie 
most  adverse  effects  on  the  accompli  sliment  of  Army  goals 
were  those  associated  v/ith  the  opportunity  to  exercise 
authority  and  the  comparative  amounts  of  recognition 
received. 


\ Johnson  and  Marcrum  (1968,  p,  460)  were  able  to 

i rank  the  relative  imiportance  the  officers  attached  to 

l 

' ••  eight  different  needs.  They  arc  shov.'n  below  with  the  n^ost 

1 important  need  on  top. 


1.  Feeling  of  v/orthv.’hi ].e  accomplishment 

2.  Opportunity  to  rcalixe  full  potential 

3.  Cpport.i.'.j  ty  rv...'  in'ior  v'  t:'cu.'’W'-  and 


o:i 
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5,  Opportunity  to  associate  with  his  caliber 
persons 

6,  Recognition 

7,  Opportunity  to  exercise  authority 

8,  Prestige 

The  "feeling  of  v/orthv;hile  accomplishment"  neared  unanimity 
in  selection  as  the  need  the  officers  felt  v;as  most 
important,  Likev/ise,  the  perceived  deficiency  for  this 
need  was  not  great.  Oddly,  and  somev/hat  in  contrast  to  the 
conclusions  outlined  above,  the  study  found  that  the  officers 
had  the  greatest  need  fulfillment  deficiency  in  recognition, 
opportunity  to  exercise  autiiority,  and  prestige. 

The  Franklin  Institute  Research  Laboratories  (FIRL) 
performed  a study  (I968)  directed  toward  identifying  the 
relationships  among  the  various  factors  that  influence  Ai-my 
junior  officer's  career  decisions.  Through  v.-ritten 
questionnaires  and  interviev/s,  ^,532  junior  officers  took 
part  in  the  research.  Generally  this  study  concluded  that 
there  v/ere  sufficient  numbers  of  junior  officers,  on  active 
duty,  who  are  favorably  inciined  toward  an  Army  career  to 
meet  the  Army's  retention  needs  and  to  provide  a broad  base 
for  selection.  Further,  FIRL  concluded  that  the  young 
officoi'  vhoso  minimum  personal  security  needs  are  r.et. 

( ex  ti'infiic  fac'Loj.-s)  and  w/iose  intrinsic  needs  are  mot 
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through  duty  assignments  are  highly  motivated  tov/ard  an  Army 
career  (FIRL  1968,  Vol.  II,  p.  4). 

In  addition  to  these  general  conclusions,  the  study 
revealed  numerous  additional  factors  which  affect  the 
junior  officer's  career  decision.  For  instance,  it  was 
noted  that  junior  officers  who  have  a good  relationship  with 
their  senior  officers  definitely  are  encouraged  to  stay  in 
the  Army  and  vice-versa  (FIRL  I968,  Vol.  I,  p.  4-9-50).  In 
conjunction  with  the  senior- junior  officer  relationship, 

FIRL  found  that  career  counseling  sessions  significantly 
influence  young  officers  toward  retention,  Ho'.vever,  the 
study  further  revealed  that  46^  of  the  officers  interviewed 
had  never  been  counseled.  Those  who  had.  been  counseled 
felt  their  senior  officers  were  truly  Interested  in  their 
careers  and  as  such  v/ere  very  positively  infi.uenced. 

The  FIRL  study  attached  considerable  importance  to 
the  influence  of  family  separations  on  the  young  officer's 
career  decision  (FIRL  1968,  Vol.  I,  p.  63).  It  was  found 
that  officers  intending  to  leave  the  Army  resent  these 
fam.ily  hardships  quite  strongly.  The  staying  officer  also 
complained  about  family  hardships  but  seemiiigly  v.’as  willing 
to  accept  them  as  part  of  the  career  he  had  chosen. 

Pay  and  fringe  benefits  were  found  to  be  a moderate 
influence  on  the  your."  officers'  docisi.cn  to  leave  t'vo  A’":'y 
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(FIRL  1968,  Vol.  I,  pp.  53-56).  Most  youn^  officers  felt 
their  pay  was  not  commensurate  v/ith  their  responsibilities. 
They  felt  they  worked  harder  and  longer,  for  less  pay,  than 
their  civilian  counterparts.  In  conforming  with  today’s 
American  society  most  young  officers  indicated  they  believed 
success  to  be  measured  by  the  amount  of  pay  received.  The 
importance  they  attached  to  their  pay  was  in  relation  to 
the  pay  received  by  their  civilian  friends.  Many  young 
officers  felt  they  were  viewed  by  civilians  as  "inferior" 
merely  because  of  the  amount  of  pay  they  were  receiving. 

In  general,  fringe  benefits  v/ere  considered  a 
strong  influence  to  stay  in  the  Army  by  the  staying  group 
of  officers  while  the  leaving  and  undecided  officers 
indicated  fringe  benefits  influenced  their  decision  only 
moderately  or  not  at  all.  The  one  benefit  all  groups  agreed 
upon  as  a strong  retention  influence  was  the  Army's 
retirement  benefit, 

FIRL  also  investigated  the  re3 ations)iip  betv/een 
retention  and  the  Viet  Nam  War  (FIRL  I968,  Vol.  I,  pp,  48, 
70*71).  Ir  general  the  junior  officers  displayed  very 
little  overt,  negative  reaction  to  the  war,  V/jth  few 
exceptions,  it  was  found  they  do  not  like  to  go  to  v/ar  and 
risk  their  lives  but  realir.e  it  Is  an  unfort'inate  nnrt  of 
their  career.  On].y  30  officers  boj!e''.''ed  the  United  States 
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should  not  be  involved  in  Viet  Nam  and  as  a result  wanted 
to  disassociate  themselves  from  the  Army. 

As  can  be  seen  from  the  brief  discussions  of  the 
numerous  research  studies  outlined  above  there  is  certainly 
a great  deal  of  interest  in  and  importance  attached  to  the 
study  of  job  satisfaction  and  of  what  really  motivates 
people  tov;ard  staying  with  or  leaving  an  organization.  It 
is  hoped  that  this  study  will  be  able  to  at  least  add  a 
small  page  in  the  ever-increasing  book  on  job  satisfaction 
and  in  turn,  hopefully  aid  the  United  States  Army  in  their 
important  battle,  v/ith  civilian  industry,  to  retain  their 
most  qualified  junior  officers. 

Research  Hypotheses 

After  a careful  review  of  the  literature  in  the 
field,  eight  hypotheses  are  proposed  for  study  in  this 
thesis.  Each  hypothesis  is  listed  and  for  clarification 


I each  is  disccted  to  portray  the  hypothesis'  independent  and 

r 

1 dependent  variables  and  indicators  used  to  measure  these 

• m 

variables.  The  numbers  of  those  questions  relating  to  each 
hypothesis  are  also  listed.  It  should  be  noted  that  not 
all  questions  relate  directly  to  a particular  hypothesis 
but  rather  some  are  used  for  general  information.  Also, 
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every  hypothesis  the  dependent  variable  present  is 
separation  from  the  Army. 

Hypothesis  1 

The  «5reater  the  young  officer's 
disappointment  with  his  senior 
officers  the  more  likely  he  is  to 
leave  the  Army. 

Independent  Variable  - The  young,  officer's 

disappointment  v/ith  his 
senior  officers. 

Indicators 

1.  A poor  competence  rating  of  the  senior 
bfficer’s  under  whom  respondents  served. 

2.  An  indication  that  senior  officer's  conduct 
influenced  the  officer  to  resign, 

3.  An  indication  that  the  officer  received  few 
career  counseling  sessions  and  v/as  generally 
not  positively  influenced  by  these  sessions. 

Measures 

1.  Poor  competence  ratings  are  those  of  average, 
belov/  average,  noor  or  incompetent. 

2.  An  officer  was  influenced  to  resign  i f he 
indicates  the  senior  officer's  conduct  was  a 
s 1 i g'  \ '’c  0 s 1,  >'  0 ■ 1 g inf]  ’..i  o n c e t o ].  e a v o . 

An  officer  •.v’no  receive]  less  tlian  eight 
career  counse].ing  sessions  will  be  considered 


3. 
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inadequately  counseled.  Unless  an  officer 
indicates  the  counseling  session  he  received 
influenced  him  to  stay  in  the  Army  he  will  be 
considered  negatively  influenced  by  those 
sessions. 

Questions 

Active  Duty  Questionnaire  - 31»  32,  33,  3^ 
Resignee  Questionnaire  - 3^^,  35,  35,  37 


Hypothesis  2 


The  greater  the  fear  of  or  the 
larger  the  number  of  actual 
extended  separate  otis  of  the  young 
officer  from  his  family  the 
greater  the  influence  to  leave 
the  Army. 

Independent  Variable  - Fear  of  or  a large  number  of 

actual  extended  separations  of 
the  officer  from  his  family. 

Indicators 

1.  Number  of  unaccompanied  tours 

2.  If  a large  number  of  unaccompanied  tours  v/erc 
served  tlie  degree  of  influence  of  assignments 
on  the  career  decision. 

3.  Actual  indication  that  the  frequonr' v of  or 
fea'-'  of  faini.io'  sopareti  o;':b  v'as  an  inf lue ncc 


to  leave. 
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Measures 


1.  Two  or  more  unaccompanied  tours  will  be 
considered  excessive  for  the  short  careers 
of  the  respondents. 

2.  An  officer  v/ith  two  or  more  unaccompanied 
tours  , v/ill  be  considered  influenced  thereby 

to  resign  if  he  indicates  assignments  received 
were  a slight  to  strong  influence  to  leave. 

3.  Unless  the  officer  indicates  the  frequency  of 
or  fear  of  family  separation  are  of  no 
influence  or  an  influence  to  stay  he  v/ill  be 


considered  influenced  to  leave  the  Army. 


Questions 


Active  Duty  Questionnaire  - 18,  19,  24,  38,  43 
Resignee  Questionnaire  - 19,  20,  25,  4l,  46 


Hypothesis  3 

If  the  young  officer  perceives  his 
background  and  skills  eire  being 
improperly  utilised  this  v/ill  influence 
him  to  lea.ve  the  Army, 

Independent  Variable  - The  officer's  perception  of  the 

utilisation  of  his  bac!:ground 
and  ski] Is. 


An  B-tteinpL  to  clian^re  o/ 
branches . 


' a.  f ' t.  VI  a 1 .1.  y c h r-  n g i n g 
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2,  Dissatisfaction  with  first  branch  assif^nment 

3.  Military  Occupational  Specialty  (MOS)  not 
consistent  with  personal  occupational  interest, 

4,  Feeling  that  education  and  skills  were  not 
properly  utilized, 

5.  Feeling  that  the  forecast  for  the  utilization 
of  the  officer's  education  and  skills  v^as  not 
conducive  to  remaining  in  the  Army. 

Measures 

1.  An  indication  that  the  respondent  changed  or 
attempting  to  change  branches. 

2.  An  indication  that  the  Military  Occupational 
Specialty  (MOS)  was  not  consistent  or  only 
slightly  consistent  v.’ill  be  considered  a 
negative  influence  on  the  career  decision. 

3.  A response  of  "no"  to  the  questions  concerning 
the  utilization  of  and  forecast  for  future 
utilization  of  education  and  skills  indicates 
a possible  negative  influence  to'.vard  the 
individual  remaining  in  the  Army. 

Questi ons 


Active  Duty  Questionnaire  - 10,  11, 

12, 

1^. 

35, 

40, 

4-1 

' » 

l;2 

Rosignoo  Questionnaire  - 11,  12.  13 

. 15, 

, 30 

, 30, 

ho,  i)3,  ^4 
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Hypothesis  4 

The  greater  the  officer's 
dissatisfaction  v/ith  his  required 
daily  duties  the  greater  the 
influence  to  leave  the  Army. 

Independent  Variable  - The  officer's  dissatisfaction 

with  his  required  daily  duties. 

Indicators 

1,  Day-to-day  duties  not  consistent  with 
expections. ’ 

2,  Being  assigned  an  excessive  number  of 
additional  duties 

3,  Influence  of  the  additional  duties  on  the  ■ 
career  decision, 

4,  Influence  of  assignments  received. 

5,  Influence  of  the  forecast  of  future  assignments. 
Measures 

1,  A response  that  daily  duties  were  not  consistent 
or  only  slightly  consistent  will  be  considered 
as  an  indication  that  duties  v.'ere  not  consi  stent 
with  expectations. 

Unless  the  respondent  indicates  that  the  number 
of  his  additional  duties  were  not  excessive 
they  wii.l  be  considered  excessive. 


2. 
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• 3.  An  indication  that  additional  duties  were  a 
slight  to  strong  influence  to  leave  will  be 
considered  an  influence  to  resign. 

4,  Respondent  who  answers  that  assignments 

received  or  possible  future  assignments  v/ere 
N a slight  to  strong  influence  to  leave  v/511  be 
considered  influenced  to  resign. 

Questions 

Active  Duty  Questionnaire  - 15»  l6,  17,  38#  39 
-Resignee  Questionnaire  - l6,  17,  18,  ^1,  42 

ilynothesis  5 

The  less  an  officer  perceives  the 
existence  of  certain  intrinsic  job 
motivators  the  more  likely  he  is  to 
be  influenced  to  leave  the  Army. 

Independent  Variable  - The  officer's  perception  of 

the  existence  of  intrinsic  job 
motivators. 

Indicators 


1. 

Feeling  that  the 

officer's  efficiency 

report 

system  is  unfair 

and 

the  influence 

of 

that 

system  on  the  career 

dec i si  on . 

2. 

The  existence  of 

and 

the  influence 

of 

each  of 

the  fol.lov.'i  nc  on  carec''  d ee i k . 

a.  Opportunity  i.o  be  creative 

b.  Feeling  of  achievement 


26 


• « 


3. 


c.  Delegation  of  authority 

d.  Granting  of  responsibility 

e.  Recognition 

f.  Opportunity  for  a private  life 

g.  High  status  and  prestige  in  the  tnllitary 
community 

h.  High  status  and  prestige  in  the  civilian 
community 

Feeling  that  the  promotion  system,  is  unfair  and 
the  influence  of  that  system  on  the  career 
decisi on. 


Measures 

1.  An  answer  of  "no"  to  the  questions  concerning 
the  fairness  of  the  officer's  efficiency  report 
and  promotion  systems  indicates  the  respondent’s 
feeling  of  the  unfairness  of  these  systems. 

2.  An  indication  that  the  efficiency  report  or 
promotion  system.s  wore  a slight  to  strong 
influence  to  leave  disulays  the  influence  of 
these  systems  on  the  respondent's  career 
deci sion. 

3.  An  indication  that  an  intrinsic  motivator  exists 
to  a modorato  or  hi'^h  dr.^ree  will  be  sux  Tic  lent 
to  acknowledge  its  existenco  witinti  th.o  An-y. 


2 
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4.  Unless  an  individual  indicates  an  intrinsic 
motivator  v/as  of  no  influence  or  an  influence 
to  stay  it  will  be  considered  the  motivator  v/as 
a negative  influence  on  the  career  decision. 

Questions 

Active  Duty  Questionnaire  - 44,  45,  46,  49 

Resignee  Questionnaire  - 47,  48,  49,  52 

) thesis  6 

The  amount  of  Army  pay  received 
and/or  the  officer's  disillusionment 
with  the  Army's  fringe  benefits  are 
not  important  influences  on  the 
officers  decision  to  leave  the  Army. 

Independent  Variable  - The  pay  received  and/or  the 

fringe  benefit  package. 

Indicatoi^s 

1.  The  officer's  feelings  toward  the  adequacy  of 
the  pay  received  and  its  relation  to  actual 
responsibilities. 

2.  The  influence  of  the  amount  of  pay  received  on 
the  career  decision. 

3.  The  amount  of  additional  salary  that  might  have 
influenced  a resignee  to  stay  in  the  Armj’-. 

4.  Possible  influence  of  a "bonus"  system  on  the 
resi  'ci  ' s c''roer  decision. 


5.  The  officci-'s  feeling  tov/ard  the  adequacy  of 
the  fringe  benefit  package, 
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6,  The  influence  of  the  Army's  early  retirement 
benefit. 

Measures 

1.  An  officer  v/ho  indicates  his  pay  v/as  not 
commensurate  with  his  responsibilities  will  be 
considered  negatively  influenced, 

2.  An  indication  that  Army  pay  was  marginally 
adequate,  inadequate  or  very  inadequate  portrays 
a respondent's  displeasure  with  his  Army  pay, 

3.  Individual's  indicating  the  amount  of  their 
Army  pay  v.'as  a slight  to  strong  influence  to 
leave  will  be  considered  disillusioned  v/ith- 
their  pay. 

4.  A response  that  additional  salary  or  a bonus 
would  have  kept  an  individual  in  the  Army  is 
further  proof  of  his  displeasure  with  his  Army 
pay  and  the  importance  of  money, 

5.  An  officer  considers  the  fringe  benefit  package 
inadequate  if  he  ans’wers  that  any  one  of  the 
benefits  are  inadequate, 

6.  Only  those  individuals  indicating  that  the 
Army's  retire?nent  system  is  an  influence  to 
stgy  v.'ill.  be  considered  posi -fn' vclv 
by  this  bonofi t. 


A 
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Questions 

Active  Duty  Questionnaire  - 25#  26,  27,  28,  29,  30 

Resignee  Questionnaire  - 26,  27,  28,  29,  30,  31» 

32,  33 

Hypothesis  7 

The  U.S,  involvement  in  Viet  Nam  is 
not  an  important  influence  on  the 
officer’s  decision  to  leave  the  Army. 

Independent  Variable  - U.S.  involvement  in  Viet  Nam. 

Indicators 

1.  Number  of  involuntary  Viet  Nam  tours 

2.  Agreement  v/ith  National  Viet  Nam.  policies 

3.  Influence  of  National  Viet  Nam  policies 

4.  Influence  of  the  prospects  for  future  Viet 
Nam  tours  on  the  career  decision 

Measures 

1.  More  than  one  involuntary  Viet  Nam  tour  will 
be  considered  excessive. 

2.  Only  those  men  indicating  Viet  Nam  policies  as 
no  influence  or  an  influence  to  stay  v;ill  be 
considered  not  influenced  to  leave  the  Army  by 
those  policies. 

3.  Respondents  ans'.vering  that  the  forecast  for 
future  Viet  Nami  to\irs  v.'ore  a slight  to  strong 
inf .lum-eo  to  leave  will  be  consi.dcro 
negatively  influenced  by  this  factor. 
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Questions 

Active  Duty  Questionnaire  - 18,  19,  20,  21,  22,  23 

Resignee  Questionnaire  - 19,  20,  21,  22,  23,  24 

Hypothesis  8 

The  officer's  decision  to  leave  the 
service  is  primarily  his  ov/n  decision 
and  the  influence  of  others  is  minimal. 

Independent  Variable  - Influence  of  others 

Indicators 

1.  Degree  of  wife's  influence 

2,  Degree  of  other's  influence 
Measures 

1,  Those  indications  that  the  wife’s  attitude 
v/as  no  influence  or  influence  to  stay  are 
considered  as  positive  influences  on  the 
career  decision. 

2,  An  indication  by  the  respondent  of  the 
individual  having  the  most  influence  on  his 
career  decision. 

Questions 

Active  Duty  Questionnaire  - 4?,  48 

Resignee  Questionnaire  - 5Q,  51 


CHAPTER  3 


METHODOLOGY 

To  introduce  the  actual  research  involved  in  this 
study  it  is  necessary  to  first  review  the  methods  used  in 
compiling  the  data.  The  sample,  the  tv/o  questionnaires 
used,  and  their  development  and  mailing  v/ill  be  discussed 
during  the  course  of  this  chapter. 

The  Sample 

Although  it  is  intended  that  this  thesis  deal 
primarily  with  the  factors  influencing  young,  V/est  Point 
graduate,  officers  to  leave  the  Army,  it  is  necessary  to 
poll  both  those  officers  who  have  resigned  from  the  Army 
and  those  presently  on  active  duty.  In  this  v;ay  a 
comparison  can  be  made  between  the  factors  influencing  the 
officer  to  leave  the  Army  and  those  influencing  him  to 
remain  and  work  toward  an  Army  career.  It  is  conceivable 
that  a particular  factor  or  experience  might  heavily 
influence  one  individual  to  leave  the  service  and  another 
to  make  the  Army  his  profession. 

It  v;as  decided  to  use  the  V/est  Point  Class  of  1962 
as  the  main  statistie;  T has?  :''or  ti'ie  The  Tlil^tary 

Academy  Ci.asse;--.  .1963,  .i96h  snd  39.'')  ven'e  chosc;n  to  be  the 
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basis  of  identical  research  in  an  attempt  to  validate  the 
data  obtained  for  the  1962  class.  These  four  classes  were 
chosen  becuase  members  of  the  classes  have  had  an  adequate 
opportunity  to  resign  from  the  Army  if  they  so  desire.  The 
1962  class  became  eligible  to  resign  in  June  196?  and  each 
succeeding  class  could  resign  in  June  of  succeeding  years. 
The  Class  of  1965  was  the  last  of  the  four  classes  to 
become  eligible  to  resign  as  their  initial  service 
obligations  were  fulfilled  in  June  1970. 

Adequate  addresses  for  separated  officers  v/ere 
extremely  difficult  to  obtain.  The  1970  edition  of  the 
Register  of  Graduates  of  the  United  States  r.''’i]itarv  Academy 
published  by  the  V/est  Point  Alumni  Foundation  v/as  the 
primary  source  of  all  addresses  used  in  the  mailing  of  the 
questionnaire.  This  laclc  of  addresses  vvas  the  paramount 
influence  in  choosing  the  Class  of  1962  for  the  main  study 
as  this  class  had  a larger  number  of  addresses  available  ' 
for  its  resigned  officers  than  did  I963,  196'!-  or  I965. 

Addresses  were  available  for  83  separated  officers 
in  the  Class  of  I962,  Eighty-one  questionnaires  were  sent 
to  the  former  Army  officers  in  that  class.  An  equal  number 
v/ere  mail.ed  to  the  I962  graduates  still  on  active  duty.  In 


tl'.o  validation  rcs''a-'c':.  20. 


3 0 i ! U 


Oil  '.cars 


in  each  class,  1963-65.  were  polled  and  simVlru'ly  an  equal 
number  of  questionnaires  reached  t)io  active  officers  in 
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these  year  groups.  The  total  number  of  questionnaires 
mailed  in  the  validation  study  was  equal  to  the  totals  in 
the  primary  research.  The  chart  below  indicates  the  exact 
number  of  questionnaires  mailed. 

TABLE  II 

ANALYSIS  OF  QUESTIONNAIRE  MAILING 
West  Point  Questionnaires  Mailed  To 


Class 

Active  Dutv  Officers 

Resi  cnees 

Total 

1962 

81 

81 

162 

1963 

26 

26 

52 

1964 

28 

28 

56 

1965 

27 

27 

5;4 

TOTALS 

162 

162 

324 

No  questionnaires  v/ere  mailed  to  individuals  forced  to 
resign  from  the  Army  due  to  medical,  disciplinary  or  other 
similar  reasons. 


Limitations 

It  is  possible  a questionnaire  bias  may  exist  since 
the  individuals  selected  for  receiving  questionnaires  were 
those  who  had  sent  current,  adequate  addresses  to  their 
Alumni  Association.  This  possibility  is  acirnowlodaed  but 
in  view  of  the  fact  that  all  other  attempts  to  gather 
addresses  met  v.'ith  failure  little  couid  be  'or.e  to  'mDrovo 
the  sample  in  this  respect.  This  author  seas  no  reason  to 
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conclude,  however,  that  these  individuals  keeping  their 
addresses  current  with  the  Alumni  Arsociation  are  any 
different  from  those  who  do  not  have  current  addresses 
available.  Therefore  it  is  doubtful  that  this  particular 
factor  will  have  any  great  bearing  on  the  responses 
received  in  this  research. 

Further  it  should  be  pointed  out  that  all  responses 
are  based  entirely  on  the  opinions  of  each  subject  and 
there. is  no  way,  within  the  scope  of  this  study,  to 
correlate  the  actual  on-the-job  performance  of  each  officer 
with  his  answers.  Certainly  some  men  will  be  quite 
objective  in  their  replies  while  others  maxr  be  hesitant  in 
mentioning  experiences  having  a large  bearing  on  their 
career  decision  but  reflecting  poorly  on  themselves.  In 
addition,  there  v/as  no  control  over  the  respondents  to 
answer  every  question. 


Questionnaire  Develonment 
The  original  questionnaire  v/as  pretested  in  the 
Tucson  area.  Nine  active  duty  Army  officers,  members  of 
the  Military  Academy  Classes  1962,  3963  3-nd  1964  ansv/ered 
the  questionnaire  designed  for  the  in-service  personnel. 
In  addition,  nine  other  Army  officers  attending  the 


University  of  Arizt.'r'..--: 


an:-;.-,  eroi 


our 


'0  pertaining 


to  resignees.  Those  individuals  were  asked  to  place 


j 
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themselves  in  the  place  of  Academy  graduates  who  had 
resigned  from  the  Army  and  to  answer  the  questions  with 
this  in  mind.  The  fact  it  was  impossible  to  locate 
resignees  from  these  classes  in  the  Tucson  area  forced  the 
use  of  this  particular  approach.  The  purpose  of  the  pre- 
test was  not  to  determine  what  answers  might  be  given  but 
rather  to  check  the  clarity  of  the  questions  and  the  actual 
time  required  to  complete  the  exercise.  All  men  who 
participated  in  the  pretest  were  personally  interviev/ed  by 
this  author  and  all  responses  v/ere  carefully  reviewed  and 
studied.  As  a result  of  the  pretest  tliree  questions,  deemed 
repetitious  and  irrelev’-ant , v/ere  eliminated  from  both 
questionnaires.  Several  questions  v/cre  slightly  rev/orded 
in  the  interest  of  clarity  and  a question  was  added  to  the 
resignee's  questionnaire  asking  if  the  resignee  had  been 
accepted  for  a position  v/ith  a civilian  firm  prior  to 
submitting  his  resignation. 

In  addition,  the  pretest  resulted  in  a portion  of 
the  introduction  letter  (Appendix  A)  to  each  respondent 
being  devoted  to  general  instructions  as  to  the  procedures 
for  answering  the  questionnaire. 


Questi  onr.a^  re  i'a’  1 ina 


O.uestior',na.ii;cs  v/ore  place;  in  bnired  States  Army 


prepaid  envelopes. 


Additionally  each  envelope  contained  a 
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letter  of  introduction  (Appendix  A)  and  a stamped,  addressed 
envelope  to  be  used  by  the  respondent  to  return  the 
questionnaire. 

The  questionnaires  were  prepared  for  mailing  just 
prior  to  Christmas  1970  but  v/ere  not  mailed  until 
December  27,  1970,  It  was  hoped  that  by  waiting  until 
after  the  Christmas  mail  rush  that  there  would  be  less 
chance  of  the  questionnaires  being  lost  in  the  mails  or 
perhaps  mislaid  by  the  respondent  in  the  haste  of  the 
holiday  season. 

The  first  response  from  the  questionnaire  was 
received  v/ithin  five  days  of  the  initial  mailing.  For 
approximately  ten  days  thereafter  responses  were  received 
at  a rate  of  20  to  30  per  day.  After  this  initial 
onslaught  the  response  rate  dropped  to  approximately  2-7 
per  day. 


The  majority  of  the  questionnaires  were  received 
prior  to  the  February  1,  1971,  cut  off  date  requested  in 
the  letter  of  introduction.  Nine  responses  v/ere  received 
after  that  date.  The  last  two  replies  v/ere  received  on 
March  29  and  April  2,  respectively.  The  responses  found  in 
these  two  questionnaires  are  not  included  in  the  data 
related  i.n  the  main  body  of  tr  i s to  their  late 

return.  A gcneval  outline  of  t’neso  anr;v/f;rs  can  be  found, 


hov/ever,  in  Appendix  F. 
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The  Questionnaire 

A review  of  the  two  questionnaires  v/ill  reveal 
related  questions  used  to  explore  the  possible  validity  of 
the  hypotheses  outlined  in  Chapter  2.  The  related  questions 
are  for  the  purpose  of  cross  checking  responses.  There  are 
basically  seven  areas  to  be  studied,  in  this  research,  to 
analyze  the  intrinsic  and  extrinsic  factors  affecting  a 
young  Army  officer's  career  decision. 

Before  discussing  these  areas  it  is  necessary  to 
explain  the  format  of  this  section  of  the  ciiaptar. 

Follov/ing  the  text  explaining  each  of  the  seven  basic  areas 
will  be  the  questions  pertaining  to  that  area  from  the  ' 
resignec's  questionnaire.  The  corresponding  question 
number  from  the  active  duty  questionnaire  v/ill  be  in 

j 

parentheses  adjacent  to  each  of  these  question:!.  The 
actual  questions  for  the  in-service  personnel  can  be  found 
in  Appendix  B,  but  in  the  interest  of  brevity  they  v/ill  not 
be  reiterated  here.  It  should  be  noted  that  the  questions 
are  basically  the  same  for  both  questionnaires  with  only  tiie 
time  frame  of  the  active  duty  questions  being  changed  to 
indicate  the  current  active  status  of  those  respondents. 

In  a few  instances  there  will  be  no  correspondi ng  question 
for  the  active  military  off'C?’"?,  Tiies';  pa'.'ticul  ic-'' 

v/ill  be  so  indicated. 
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Socioeconomical 

This  area  of  questioning  was  designed  to  give  the 
researcher  an  idea  of  who  the  respondents  are  and  their 
initial  career  intentions.  Although  the  answers  to  these 
queries  will  probably  not  materially  contribute  to  proving 
or  disproving  the  hypotheses  of  this  study  it  v/as  felt  they 
were  important  mainly  to  attempt  to  determine  the  type  of 
individuals  v/ho  resign  from  and  who  stay  a part  of  the 
Army,  Question  8 on  the  resi.gnee's  quostionna.i re  appears 
only  on  that  questionnaire.  It  was  asked  in  an  attempt  to 
determine  the  general  time  frame  in  which  most  officers 
decided  to  resign  from  the  Army.  It  is  conceivable  that  a 
firm  time  reference  could  be  established  and  if  so,  it 
would  be  a valuable  planning  tool  for  Army  programs 
designed  to  retain  junior  officers.  Questions  6 and  7 
pertaining  to  initial  career  intenti ons  were  inserted  in 
an  effort  to  recheck  the  validity  of  the  related  findings 
in  the  Zald  and  Simon  study  described  in  Chapter  2. 

Questi on 

1.  (l)  What  was  your  age  at  the  time  you  left  active 

duty?  

2.  (2)  V'hat  was  j’^our  marital  status  at  the  tii'ie  you 

left  active  dul\v? 

A,  ' err' e l 

H,  Sir  (never  m"’"riei) 

C.  Divorced 

D.  Separated 

b'.  V/ i d owed 
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3.  (3)  Hov/  many  dependents,  excluding  yourself,  did 

you  have  when  you  left  the  service?  

4.  (4)  Which  of  the  following  best  describes  where  you 

lived  most  of  the  time  between  the  ages  of 
6 and  18? 

A,  Big  City  (over  100,000) 

B.  Small  City  (20,000-100,000) 

C.  Small  Town  (5,000-20,000) 

D,  Rural  Com.munity 

5.  (5)  What  state  or  states  did  you  live  in  most  of 

the  time  between  the  ages  of  6 and  18  years?  

6.  (6)  Why  did  you  become  an  Army  officer?  (Circle 

one  or  more) 

A,  Best  way  to  complete  my  military  obligation 

B,  Looking  for  excitement 

C,  Hoped  to  receive  responsibility  and 
challenge 

D,  Thought  I v/ould  gain  prestige  and  respect 

E,  West  Point  v/ould  help  itie  get  through  college 

F,  Family  tradition 

G,  Other  (please  specify) 

7t  (?)  V/hat  were  your  intentions  the  day  you  v;ere 
cotmnissioned? 

A,  Definitely  planned  to  resigii  at  the  end  of 
my  initial  obligation 

B,  Thought  I probably  would  resign  at  the  e?id 
of  my  initial  obligation 

C,  V.’as  undecided  about  an  Army  career 

D,  Thought  I Would  make  tlie  Army  my  career 

E,  Definitely  planned  an  Army  career 

8.  (-)  During  what  time  period  did  you  definitely 
decide  to  resi.gn  from  the  service? 


A. 

Entrance  to  West  Point 

B. 

During 

4 years  as  a cadet 

c. 

Dur i ng 

first  year  of  service 

D. 

During 

second  year  of  service 

E. 

Du-'''  n- 

1 a s t y e a r o " s e r-/  i c e 

F. 

Dur  in': 

I'^st  si;;  ’ o-itl'.s  of  ser 

1 ce 
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9,  (8)  What  was  your  grade  at  the  tine  of  your  leaving 

the  service? 

A,  Major 

B,  Captain 

C,  First  Lieutenant 

Assignnents  and  Duties 

This  is  the  largest  area  of  questioning  and  it  can 
be  further  divided  into  questions  concerning  the  Military 
Occupational  Speciality  (MOS),  branch  preference,  proper 
utilization  of  skills  and  background,  daily  duties,  the 
Viet  Nan  War  and  other  assignments.  Questions  10-14  are 
related  to  the  officer's  branch  assignments  during  his 
Army  career.  Question  15  is  an  attempt  to  detci'mine  the 
individuals  feeling  toward  his  occupational  speciality  in 
the  service.  Questions  16-18  and  38-^-!0  query  the  service- 
man's thought  on  the  Army  duties  he  v/as  required  to  perform 
and  their  relation  to  his  abilities.  This  series  also 
relates  to  th.e  Zald  and  Simon  findings  v.'hich  ranked  the 
importance  of  career  experiences  very  high  in  determining 
later  career  commitment.  The  answers  to  these  questions 
will  be  used  in  regard  to  the  hypotheses  concerning  improper 
utilization  (K3)  snd  daily  duties  (H4),  Questions  19-24 
relate  to  the  hypothesis  concerning  the  Viet  Nam  Vi'ar  (H?), 
Questions  25  and  41-46  are  an  attempt  to  determine  the 
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They  are  asked  to  determine  the  validity  of  the  hypotheses 
concerning  family  separations  (H2),  improper  utilizations 
(H3)  and  duties  (H4). 

Question 

10.  ( 9)  To  what  branch  were  you  assigned  upon  leaving 

USMA?  

11.  (10)  Did  you  change  branches  v/hile  in  the  service? 

If  so,  to  v/hat  branch  did  you  change?  

12.  (ll)  Did  you  attempt  to  change  branches  v/hile  in 

the  Army  but  your  anplication  was  disapproved? 
Yes  ' No 

13.  (12)  V/ere  you  satisfied  with  your  first  branch 

assignment?  Yes  No  If  not,  to  v;hat 

degree  did  this  dissatisfaction  influence 
your  resignation? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

14.  (13)  V/ha+  was  the  duty  ti  tie  (Artillery  Commander, 

Medical  Suppi.y,  etc .' ) of  your  primary  MOS 
while  in  the  service? 

15.  (14)  To  v/hat  degree  did  you  feel  your  MOS 

classification  was  consistent  v/i  th  your 
personal  occupational  interest? 

A,  Not  consistent  at  all 

B,  Higiiiy  consisi:ent 

C,  Moderately  consistent 

D,  Slightly  consisi.ent 

16.  (15)  To  v/hat  degree  were  the  day-to-day  duties  you 

performed  in  the  Army  consistent  with  v/liat  you 
cxn^cied  t'  'y  '.•.■n-iTd 

• A.  hoi  consisv.ent  at  all 
B.  Highly  consistent 
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C,  Moderately  consistent 

D.  Slightly  consistent 

17.  (16)  V/hile  in  the  Army  did  you  feel  the  number  of 

additional  duties  you  were  called  upon  to 

perform  excessive?  Yes  No  

Usually  Sometimes  

18.  (1?)  To  what  extent  did  these  "additional  duties" 

influence  your  decision  to  resign? 


A.  No  influence 

B.  Strong  influence  to  leave 

C.  Moderate  influence  to  leave 

D.  Slight  influence  to  leave 

E.  Influence  to  stay 

19.  (IB)  How  many  RVM  tours  did  you  serve?  

20.  (19)  Ho'.v  many  involuntary  RVN  tours  did  you  serve? 

21.  (20)  Were  you  wounded  v;hile  in  RVN?  Yes  No  

22.  (21)  Did  you  aaree  with  national  policies  concerning 

Viet  Nam  at  the  time  you  resigned?  Yes  

No  If  not,  did  you  feel  the  U.S. 

Gover'nment  should  pursue  a policy  of 


A,  Immediate  withdrav/al 

B,  Gradual  'withdrawal 

C,  Total  victory 

D,  Other  

23.  (22)  To  what  extent  did  national  Viet  Nam  policies 

influence  your  resignation? 

A.  No  influence 

B.  Strong  influence  to  leave 

C.  Moderate  influence  to  leave 

D.  Slight  influence  to  leave 

E.  Influence  to  stay 

24.  (23)  How  did  the  prospect  of  future  RVN  tours 

i n.-^ln-:'!- -r.  yo’U'  i r; '■  c.-,? 


No  influence 

Strong  influence  to  leave 


A. 

B. 
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C,  Moderate  influence  to  leave 

D,  Slie;ht  influence  to  leave 

E,  Influence  to  stay 

25.  (24)  How  many  involuntary  unaccompanied  tours, 
other  than  RVN  did  you  serve?  

38.  (35)  Did  you  feel  that  generally  your  education 

and  skills  were  properly  utilized  in  most 
duty  assignments?  Yes  No  

39.  (36)  Did  you  feel  that  if  you  had  stayed  in  the 

Army  future  duty  assignments  would  have 
probably  better  utilized  your  education  and 
skills?  Yes  No  Undecided  

40,  (37)  To  v/hat  degree  did  the  utilization  of  and 

forecast  for  future  utilization  of  your 
education  and  skills  influence  your  career 
decision? 

A.  No  influence 

B.  Strong  influence  to  leave 

C.  Moderate  influence  to  leave 

D.  Slight  influence  to  leave 

E.  Influence  to  stay 

41,  (38)  What  influence  did  tlie  ansianments  you  received 

while  in  the  Army  have  on  your  cai'eer  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 


42,  (39)  What  influence  did  the  assignments  that  you 
could  have  looked  forv.'a.^-d  to  in  your  career 
pattern  have  on  your  career  decision? 


i 
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43.  (40)  V/hile  in  the  service  what  was  the  longest 

period  of  time  you  served  in  a particular 
location?  

44,  (41)  Generally,  what  were  your  feelings  tov/ard  the 

length  of  PCS  tours? 

A,  Should  be  1-1-|-  years 

B,  Should  be  li-3  years 

C,  Should  be  3-^  years 

D,  Should  be  longer  than  4 years 

E,  No  preference 

F,  Other  (specify)  

45.  (42)  What  influence  did  frequent  relocations  have 

on  your  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

46,  (43)  To  w}\at  degree  did  the  frequency  of  or  fear 

of  family  separations  influence  your  career 
deci si  on? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

Pay  and  Fringe  Bjenefits 

Questions  26-33  pertain  specifically  to  pay  and 
fringe  oenefits.  These  tv/o  subjects  cannot  be  separated 
in  that  the  fringe  benefit  package  is  reputed  to  be  worth 
countless  dollars  to  the  Army  family  and  it  is,  in  fact, 
considered  by  Congress  when  computing  the  military  man's 


sal  ery. 


rncrmo":  obviously  tests  ti'S  hypotliose; 


concerning  financial  security  and  fringe  benefits  (K6). 
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Questions  28  and  30  are  asked  only  on  the  resignee 
questionnaire  as  they  pertain  to  the  amount  of  money,  if 
any,  that  could  have  kept  those  individuals  on  active  duty. 
Question 

26.  (25)  What  were  your  feelings  on  the  amount  of  pay 
you  were  receiving  at  the  time  of  your 
resignation? 

A,  Adequate 

B,  More  than  adequate 

C,  Marginally  adequate 

D,  Inadequate 

E,  Very  inadequate 

2?.  (26)  What  influence  did  the  amount  of  pay  received 
in  the  service  have  on  j^our  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

28.  ( -)  What  amount  of  additional  salary  'would  have 
influenced  you  to  stay  in  the  Army? 


A,  No  increase  would  have  influenced  me  to 
stay 

B,  7.5  to  10^  of  base  nay 

C,  11  to  of  base  pay 

D,  15  to  25t"'  of  base  pay 

E,  More  than  2 5^1  of  base  pay 

29.  (2?)  While  in  the  service  did  you  feci  your  pay  v/as 

commensurate  with  your  responsibilities? 

Yes No Usually 

30,  ( -)  If  a "bonus  system"  for  officers,  similar  to 

Enlisted  Variable  Bonus  System,  existed  at  the 
time  of  your  resiannti  on  v.'ould  this  have 

i n f ].u  0 i c e i yc. u r u 1 1 i ■,  • e d c i s i o ; ; Y 0 s 

No  i-.aybfj If  so,  r.iv.e  bonus  v.ould 

have  influenced  you  to  extend  your  Army  career 
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A.  $1,000  - 1,999 

B.  $2,000  - 3,500 

c.  $3,501  - 5,000 

D.  More  than  $5,000 

E.  No  amount  v/ould  have  influenced  my 
decision 

31.  (28)  V/hat  influence  did  the  fringe  benefit  package 

(medical  care,  PX , Commissary)  have  on  your 
career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

32.  (29)  How  did  the  early  retirement  benefit  of  the 

Army  influence  your  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

33.  (30)  Which  of  the  following  fringe  benefits  did  you 

find  inadequate  durin«^  your  period  of  service? 
(Circle  a.s  many  as  desired) 


A. 

Medical  care 

I. 

Incentive  pay 

B. 

Dental  care 

J. 

Hazardous  duty  pay 

c. 

FX 

K. 

Officer  clubs 

D. 

Comissary 

L. 

Civilian  schooling 

E. 

Housing 

ooportuni ties 

F. 

Retirement 

M. 

Travel 

G. 

Infsurance 

N. 

Survivor  benefits 

H. 

Seni or  Officers 

Tax  benefits 

0. 

Post  schools 
(for  children) 

The  scri 

os  of  ouestions 

nu 

v'  i I '7  0 p 1 

e X c 1 u s \ v 0 1 y v/  i.  -i  'n 

t;\i-  ird  A-n  •'i^al  ' 

'p  cui 

" i G 1 of  his  s e r. i or 

officers  and  their  influences 


on  his  career  decision  (Hi). 
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Question 

3^.  (31)  From  your  observations  hov/  v;ould  you  generally 
rate  the  senior  officers  under  v/hom  you  served? 


A,  Outstanding 

B,  Superior 

C,  Excellent 

D,  Average 


E,  Belov/  Average 

F,  Poor 

G,  Incompetent 


35.  (32)  Overall,  to  what  decree  did  the  conduct  of 

senior  officers  influence  your  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

36,  (33)  Hov/  many  formal  or  informal  career-counseling 

interviews  did  you  have  with  senior  officers 
prior  to  leaving  the  service? 


A.  1 

B.  2 

C.  3 


D,  4-8 

E,  More  than  8 

F,  None 


37.  (3^')  What  influence  did  the  career-counseling  have 
on  your  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

Intrinsic  Motivators 

Pertaining  to  the  hypothesis  concerning  intrinsic 
.job  satisfaction  (H5)  this  heading  can  be  divided  into  two 
areas.  Questions  4?,  48  and  52  deal  with  the  Officers 


ii.C'iencv  Accor 


(ny.;)  or-: 


O:':  S'.’.' T.er.  ' , 


Eubiocts  arc  to’.'.ch.cd  ’.n.-von  only  lifyitly  and  the  ans’./ers  W'T'. 
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be  used  as  they  relate  to  the  job  satisfaction  factors 
"recognition"  and  "achievement".  Question  49  gives  the 
respondent  an  opportunity  to  indicate  to  what  degree  eight 
different  intrinsic  "motivators"  exist  within  the  Army  and 
to  rate  the  influence  or  im.portance  of  these  factors  to 
stay  with  or  leave  the  military  organization. 

Quest] on 

4?,  (44)  Do  you  feel  the  Officer's  Efficiency  Report 
System  is  fair?  Yes  No  

48,  (45)  To  v/hat  degree  did  the  OER  system  influence 

your  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Modei'ato  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

49.  (46)  In  your  opinion,  to  v/hat  degree  did  the 

following  factors  generally  exist  within  the 
Army  and  how  did  they  influence  your  career 
decision?  (Cii'cle  one  in  each  column) 


Opportunity  to  be  Creative 


A. 

Exist  to 

a high 

A. 

No  influence 

degree 

B. 

Strong  influence 

B. 

Exist  to 

a 

to  leave 

moderate 

degree 

c. 

Moderate  influence 

c. 

Exist  to 

a slight 

to  leave 

degree 

D. 

Slight  influence 

D. 

Does  not 

exist 

to  leave 

at  all 

E. 

Influence  to  stay 
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c. 

Exist  to 

a slight 

c. 

Moderate  influence 

degree 

to  leave 

D. 

Does  not 

exist 

D. 

Slight  influence 

at  all 

to  leave 

E. 

Influence  to  stay 

Delegation  of  Authority 

A. 

Exist  to 

a high 

A. 

No  influence 

degree 

B. 

Strong  influence 

B. 

Exist  to 

a 

to  leave 

moderate 

degree 

C. 

Moderate  influence 

c. 

Exist  to 

a slight 

to  leave 

degree 

D. 

Slight  influence 

D. 

Does  not 

exist 

to  leave 

at  all 

E. 

Influence  to  stay 

Granting  of  Responsibility 

A. 

Exist  to 

a high 

A. 

No  influence 

degree 

B. 

Strong  influence 

B. 

Exist  to 

a 

to  leave 

moderate 

degree 

c. 

Moderate  influence 

c. 

Exist  to 

a slight 

to  leave 

degree 

D. 

Slight  influence 

D. 

Does  not 

exist 

to  leave 

at  all 

E. 

Influence  to  stay 

Recognition  for  a Job 

Well 

Done 

A. 

Exist  to 

a high 

A. 

No  influence 

degree 

B. 

Strong  influence 

B. 

Exist  to 

a 

to  leave 

moderate 

degree 

c. 

Moderate  influence 

c. 

Exist  to 

a slight 

to  leave 

degree 

D. 

Slight  influence 

D. 

Does  not 

exist 

to  leave 

at  all 

E. 

Influence  to  stay 

Opportunity  for  a Private  Life 


A,  Rvj  nt  to  a i"' i 

ri  o ■■■  v-  e 0 

B,  if, t !'.r,  r, 

mod  orate  ci  e.ar'oe 

C,  iixist  to  a slif^ht 
d e ore  e 


No  i r'f  i UR11C 
B-i'-.-on  --  !■>  ,■'!  ■ ••''nee 
to  .Ton VO 

;«'od e va te  i. nf luonce 
to  leave 


C. 
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I 

i 

I 

I 
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D,  Does  not  exist  D.  Slight  influence 
at  all  to  leave 

E,  '■  Influence  to  stay 

High  Status  and  Prestige  in  the  Civilian 
Community 


A. 

Exist  to 
degree 

a high 

A. 

B. 

No  influence 

Strong  influence 

B. 

Exist  to 

a 

to  leave 

moderate 

degree 

c. 

F'/'oderate  influence 

c. 

Exist  to 
degree 

3.  slight 

D. 

to  leave 

Slight  influence 

D. 

Does  not 
at  all 

exist 

E. 

to  leave 

Influence  to  stay 

High  Status  and  Prestige  in  the  [military 
Community 


A. 

B. 

C. 

D. 


Exist  to  a high  A, 

degree  B. 

Exist  to  a 

moderate  degree  C, 

Exi st  to  a slight 
degree  D. 

Does  not  exist 
at  all  E. 


No  influence 
Strong  influence 
to  leave 

Moderate  influenee 
to  leave 

Slight  influenee 
to  leave 

Influence  to  stay 


52.  (^19)  Eo  you  feel  the  promotion  system  v/ith  the  Army 

is  fair?  Yes No if  not,  to  what. 

degree  did  this  influence  your  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

Other's  Influence 


Two  questions,  Numbers  50  and  5I,  try  to  determine 
who  ha.s  the  most  influence  on  a yo-unm  o’''tionr'  when  it  cr"es 
time  for  him  to  decide  o-i  an  Army  or  civilian  career.  The 


hypothesis  relating  to  the  influence  of  others  on  the 
officer's  career  decision  (H8)  is  tested  in  these 
questions. 

Question 

50-.  (4?)  \Vhich  of  the  follov/ing  individuals  influenced 
your  career  decision  the  most? 


A . V/i  f e 

B.  Mother 

C.  Father 


D,  Friend 

E,  None  - it  was  my  ov/n 

decision 

F,  Other  


51,  (48)  V/hat  influence  did  your  wife's  attitude  have 

on  your  career  decision? 

A,  No  influence 

B,  Strong  influence  to  leave 

C,  Moderate  influence  to  leave 

D,  Slight  influence  to  leave 

E,  Influence  to  stay 

Rcsiane e's  Qu.estions 

Questions  53-5^  are  found  only  on  the  resignoe's 
questionnaire.  Numbers  53  ai^d  54  will  be  used  to  gain  a 
better  understanding  of  the  attitude  Dea.ding  to  and 
circumstances  surrounding  the  young  officer's  decision  to 
leave  the  Army.  The  last  two  questions  are  an  attempt  to 
allow  the  subject  to  expand  on  any  career  decision 
influences  already  discussed  in  the  questionnaire  or  to 
bring  to  light  any  influences  wliich  were  not  covered.  It 
v/as  hoped  that  these  tv/o  queries  would  beget  answers  w'r, ich 


could  be  iiyud  to  a i ot,’r.->v  rWisv; 
tnore  of  the  initial  hyootheses. 


^ n Vc\.Tt  ot"* 
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Question 

53.  (-)  Had  you  been  accepted  for  a position  v/ith  a 

civilian  firm  prior  to  submitting  your 
resignation?  Yes  No  Tentatively  

54.  (-)  Since  leaving  the  Army  have  you  ever  seriously 

v/ished  that  you  had  made  a career  of  the  Army? 
Yes  No 

55.  (-)  What  single  incident  or  factor  had  the  most 

bearing  on  your  influence  to  leave  the  Army? 
(Use  back  of  page  if  more  space  is  required) 

56.  (-)  V/hat,  if  anything,  could  have  been  done  to  have 

kept  you  on  active  duty? 


CHAPTER  4 


PRIKARY  STUDY'S  RESPONSE 


The  quality  and  quantity  of  responses  to  the 
questionnaire  were  exceptional.  A total  response  rate  in 
excess  of  was  achieved,  and  over  70^  of  the  respondents 
took  the  time  to  add  supplementary  remarks  of  some  nature 
to  the  specific  answers  required  in  the  course  of  the 
questionnaire. 

As  previously  indicated,  162  questionnaires  were 
mailed  to  members  of  the  V/est  Point  Class  of  19^2 . Half 
of  the  questionnaires  went  to'  individuals  who  had  resigned 
from  the  Army  wJiile  the  other  half  were  seiit  to  active  duty 
Army  officers.  Seven  of  the  questionnaires  intended  for 
resignees  were  returned  due  to  incorrect  addresses.  Two  of 
these  questionnaires  were  rcrnailed  to  ai^'en-nato  individuals 
for  v;hom  addresses  were  available,  Tt  is  believed  that  all 
active  duty  Army  officers  received  their  questionnaires. 
Thus,  the  final  number  of  questionnaires  rcacliinm  the  field 
tota.led  81  for  the  active  personnel  and  76  for  the 
resignees,  133  of  the  157  questionnaires  v;ere  returned.  The 
percenta.ge  of  active  miiitary  officer's  returning  question- 
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of  the  present  civilians  who  responded  to  this  questionnaire 
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Quest.i  onnaire  Response 

This  chapter  is  concerned  with  reviev/ing  the 
answers  of  the  I3I  respondents.  The  format  for  the  review 
will  be  identical  with  the  breakdown  used  in  the  preceding 
chapter  as  the  responses  wili  be  categorized  into  seven 
separate  areas.  V/here  percentages  are  furnished,  a 
summation  of  the  individual  values  may  not  equal  100%  due 
to  a small  number  of  respondents  v/ho  failed  to  answer  some 
questions  and/or  because  some  respondents  answered  a 
particular  question  v/ith  more  than  one  answer.  The  sample 
size  (n)  for  the  active  group  varies  from  6?  to  70  while 
the  resignee  £5amplc  size  ranges  from  58  to  6I.  Due  to  'the 
fact  that  the  sample  was  net  selected  randomly  all  chi 
square  values  are  intended  to  be  descriptive  rather  than 
inferential  statistics. 

This  chapter  v/ill  not  relate  separately  each  and 
every  ans'wer  to  the  questionnaire.  Rather,  the  responses 
for  each  major  area  will  be  summarized.  For  detailed 
answers  and  the  exact  sample  size  for  each  questi on  the 
reader  should  refer  to  Appendices  D and  E. 

SpcLi  oeconomi cal _ 

The  average  active  duty  resnondent  is  presently 


3C’,' 


J . w-  - V . 


o"  ' , 


has 


3.0 


nr- 1. 


nol;  iriclu::  i.rig 


r..i  tiscl  f . 


sir’i  lar’  oicturo 


55 


of  the  resignee  at  the  time  of  his  separation  from  the 
Army  would  indicate  he  v/as  a 28  year  old  Captain,  married 
and  had  2,1  dependents.  Since  the  V/est  Point  entrance 
requirements  for  age  are  quite  rigid  it  can  be  assumed  that 
both  groups  of  men,  being  classmates,  are  generally  the 
same  age  and  thus  that  the  average  resignee  has  been  a 
civilian  for  approximately  2i  years.  Likewise  the 
difference  in  number  of  dependents  a^id  rank  can  also  be 
attributed  to  this  2i-  year  time  lapse. 

Table  III  indicates  the  resignee  tends  to  be  from 
the  city  and  the  active  duty  man  from  the  small  tov.’n  or 
rural  area.  The  fact  that  many  Army  installations  are  ■ 
located  in  somev/hat  rural  areas  might  be  relevant  to 
keeping  this  group  in  the  service. 

TABLE  III 

COr.'KUNITY  ORIGINS  FOR  RESPONDENTS 
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spent  their  eai'ly  years.  The  larf^er  percentasre  of  both 
groups  were  from  the  Middle  Atlantic  States  of  Nev/  Jersey, 
New  York  and  Pennsylvania  with  the  resignees  having  ZU-.S’fo 
of  their  people  from  this  area  as  compared  to  only  18.6?^  of 
the  active  group.  The  second  and  third  most  popular 
ansv/ers  from  the  resignees  were  the  Great  Lake  States 
(Illinois,  Indiana,  Michigan,  Ohio,  V/isconsin)  and  the 
South  Atlantic  States  (Delaware,  Florida,  Georgia,  Maryland, 
North  and  South  Carolina,  Virginia)  v/ith  19.?^  and  18. 0/5, 
respectively,  from  these  areas.  In  contrast,  12.9?5  of  the 
active  military  people  v/ere  from  the  Great  Lakes  States  and 
17.2??  v.'sre  from  the  South  Atlantic  area.  These  wore  the 
fifth  and  second  areas  in  order  of  response  for  the  active 
members.  It  should  be  noted  here  that  12.9??  of  the 
individuals  still  in  the  service  as  compared  to  1.6??  of  the 
resignees  indicated  that  their  fathers  had  been  career 
military  men  and  they  had  "lived  all  over  the  v/orld".  There 
v/as  a surprisingly  small  number  of  men  from  the  Southern 
and  Mountain  states.  This  is  in  contrast  to  the  Franklin 
Institute  Resoarcii  Laboratories  Study  (1968,  p.  ^0)  which 
noted  that  men  from  the  Southern  and  Mountain  states  were 
most  likely  to  pursue  Army  careers  tiian  men  from  any  other 
area:'. 


L 
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Questions  6 and  7 dealt  with  initial  motivations 
and  career  intentions.  The  answers  most  often  given  as  to 
why  they  had  become  an  Army  officer  were  first,  a desire 
"to  receive  responsibility  and  challenge"  active, 

55# 7^  resignees)  and  second,  "West  Point  would  help  me  get 
through  college"  (.50,8?S  active,  resignees). 

Initially,  44,4^  of  the  career  men  relative  to 
34,4^  of  the  present  civilians  intended  to  mabe  the  Army 
their  career.  In  the  active  gi'oup,  31.4/5  "definitely" 
planned  an  Army  career  as  compared  with  only  19. "7%  among 
the  resignees.  Interestingly,  16,455  of  the  resignees 
planned,  to  resign  their  commission  from  their  first  day’ of 
service.  Among  the  career  men  5.^/^  said  they  too 
originally  planned  to  resign  but  later  changed  their  mind. 
Question  8 on  the  resignee's  questionnaire  v/as 
asked  only  of  that  group  in  a?!  effort  to  establish  a tim,G 
frame  in  which  the  young  officer  actually  decides  to  resign 
from  the  Army,  Many  individuals  (24,6/5)  did  not  make  their 
resignation  decision  untii  the  last  year  of  their  obligated 
tour  of  duty.  However,  21,4/5  of  the  former  officers 
docidod  to  resign  during  their  second  year  of  active  duty, 
Thus,  it  is  difficult  to  establish  an  exact  time  reference 
for  the  rcr- i "ne  ti  on  decio'on,  T’’'.c  re--r'cns  ■■  i / ’ indicat:' 

ho-ever  Lhet  o;'.ly  13. 1''  of  the  men  v/l'n,.  late,- 


roni.ano:;  had 


made  up  their  minds  to  do  so  by  the  end  of  their  first  year 


of  service  and  that  initial  career  intentions  are  probably 


not  as  important  as  later  career  experiences. 


Assig:nments  and  Duties 


Table  IV  reflects  the  initial  branches  of  both 


groups. 


TABLE  IV 


INITIAL  BRANCH  ASSIGNMENTS 


Artillery  Infantry  Engineers  Armor  Corns^ 


Active 

Duty 


39.2^5(27)  26.155(18)  121. ??5(15)  11.655(  8)  1.455(1) 


esignees  j 39.455(24)  2^.655(15)  9.855(  6)  |l9. 755(  12 ) j6.5f«(4)j 


Of  the  resignoes,  23,355  indicated  they  were  unhappy 
with  their  initial  branch  assignments  v^hile  only  3.^/5  of  the 


active  personnel  displayed  the  same  dissatisfaction.  Among 


the  dissatisfied  resignees  a full  100-^  said  this  unhappiness 


with  their  branch  v/as  an  influence  to  resign. 


Thirty-one  percent  of  the  resignees  attempted  to 


change  branches  while  in  the  Army.  Almost  10>5  of  these 


requests  for  nov;  branches  were  disapproved  and  the  resignees 


v/ere  forced  to  continue  to  work  in  a branch  v/'ni  ch  they  found 


undesirabi.o . Only  11.4/5  of  the  active  iied  ettnrn'*‘'’d 


a branch  transfer  and  98,6/’  of  xhc’so  re  iuests  i'.ad  been 


J 
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approved.  It  should  be  noted,  hov/ever,  that  a lancer 
percentage  of  resignees  than  active  men  did  actually  change 
branches  and  that  these  men  still  were  unhappy  and  left  the 
Army.  This  may  indicate  that  the  resignee's  displeasure 
with  his  branch  v/as  not  as  large  a negative  influence  as 
he  perceived  it  to  be. 

The  vast  majority  of  both  groups  indicated  their 
primary  Army  duty  title  to  be  that  of  Commander  in  their 
respective  branches,  O'his  was  true  of  85.2??  of  the  active 
responses  and  77.6?o  of  the  resignees.  It  was  surprising  to 
note  that  87,2^  of  the  active  group  and  85,0^  of  the 
resignees  felt  their  duty  classif ica.ti.on  was  moderately,  to 
highly  consistent  v/ith  their  personal  occupational  interest. 
This  does  not  correspond  v/ith  the  large  percentage  of 
dissatisfied  resignees  portrayed  in  the  response  to  the 
branch  questions.  The  reason  for  this  discrepancy  is  not 
readily  apparent  however,  it  can  bo  surmised  that  the 
resignee's  unhappiness  v/as  caused  by  factors  which  he  did 
not  necessarily  consider  to  be  a part  of  his  job.  For 
instance,  an  Infantry  officer  mi.gl-.t  truly  enjoy  his  job  as 
company  commander  but  dislike  the  field  duty  found  in  the 
Infantry. 


Both  gro\ios  monoi^aTly  felt  their  day-tn-day  duties 
v.'er’o  moderately  con:; '’..nto  v/i.th  v/'iai  choy  ha;;  expected  (ht-). 


r 


! 


i 
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Hov/over,  the  number  of  re,signeos  responding:  that  their 
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duties  v;ere  not  at  all  consistent  v/ith  expectations  v.-as 
seven  times  the  number  from  the  active  group.  Additionally, 
more  of  the  resignees  also  said  the  number  of  additional 
duties  they  v/ere  called  upon  to  perform  v/ere  excessive. 

Even  among  the  resignees,  hov/ever,  the  majority  of  the 
individuals  did  not  feel  this  to  be  true.  Nevertheless, 
37.7/^  of  the  resignees  did  indicate  that  these  additional 
duties  influenced  their  resignation  in  some  respect.  Of 
the  present  officers,  77. 25^  said  that  additional  duties 
were  of  no  influence  to  their  decision  to  stay  in  or  leave 
the  military. 

The  questions  concerning  Viet  Nam  (H7)  showed  that 
all  of  the  active  duty  men  had  served  at  least  one  tour  in 
the  combat  area  vvhile  22  (36.15^)  of  the  resignees  had  never 
been  to  Viet  Nam,  This  corresponds  v.'3th  the  Franklin 
Institute  Study  (1968,  p,  that  found  that  more  junjor 

officers  who  had  served  in  Viet  Nam  selected  an  Army  career 
than  those  who  had  not.  The  average  time  spent  in  that 
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Nam.  Almost  half  of  the  resip"nees  infiicate<i  they  did  not 
agree  with  the  Government's  policies  concerning  Viet  Nam. 
Slightly  over  one-third  of  the  active  men  felt  similarly. 
Interestingly,  more  members  of  the  active  duty  group  than 
of  the  resignee  group  indicated  that  the  national  Viet  Nam. 
policies  v/ere  an  influence  to  leave  the  Army.  Fifty-seven 
percent  of  the  resignees  and  46?$  of  the  active  men 
responded  that  these  policies  v/ere  of  no  influence  to  thei 
career  decision.  This  point  v.'as  somev/hat  clarified  hov/ever 
by  the  responses  of  both  groups  to  the  question  coticerning 
the  influence  of  future  Viet  Nam  tours.  Sixty-five  percent 
of  the  resignees  said  this  prospect  had  influenced  them’ to 
resign.  Fifty-four  percent  of  the  active  men  felt  these 
possible  future  tours  were  an  influence  to  leave  the 
service . 

The  results  of  the  questions  concerning  t)ie 
utilization  of  education  and  skills  (H3)  is  displayed  in 
Table  V.  It  is  obvious  from  this  table  that  the  career  men 


feel  more  properly  utilized  than  their  present  civilian 
counterparts  did  while  they  v/ere  a par1.  of  the  Army.  Of 
the  active  respondents,  47. 8-;^  indicateci  t)iet  the  utilization 
and  forecast  for  future  utilization  of  their  education  and 
skills  •■■•as  i .'i  fan;;  an  influenc';  stay  in  the  f.r-y.  This 
lar-'o  po.rcen '...'u-H  can  i.e  co-itr-as ';ed  wi  t h,  only  k’ . o of  -i-he 
reslrnees  who  felt  in  a.  similar  manner. 
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The  response  concerning  the  influence  of  past  and 
future  assignments  is  revealing  (H4).  Of  the  active 
officers,  79.Sfo  indicated  their  ass5'?nments  to  date  v/ere  an 
influence  for  them  to  remain  in  the  Army.  Additionally, 

55. 8?^  of  the  same  men  said  their  prospects  for  future 

f 

assignments  v/ere  an  influence  to  continue  their  military 
careers.  Among  the  resignees  the  assignments  received 
while  in  the  Army  were  an  influence  to  stay  for  only  18.1% 
of  the  men  and  contrarily  these  assignments  v/ere  an 
influence  to  resign  for  almost  6l%  of  the  same  group.  The 
forecast  for  future  assignments  for  the  resignees  influenced 
78.35^  of  the  men  to  actuaj.ly  resign.  Only  11.7/5  felt  the 
outlook  for  future  assignm,en1,s  was  promising  enough  to 
influence  them  to  remain  in  the  Army. 

Botii  groups  responded  that  permanent  duty  tours 
should  be  lengthened  with  most  men  indicating  that  the  time 
betv/een  changes  in  station  should  be  3 to  -i-  years.  The 
average  time  foi"  the  longest  period  between  actuai. 
permanent  relocations  for  both  groups  was  just  over  28-|' 
months.  The  influence,  on  both  groups,  of  this  frequent 
relocating  was  primarily  to  leave  the  service  (58.5/5 
actives,  57.^%  resignees). 

Question  h/i  que'''i  ed  the  influence  of  frequent 


milv  separations  on 


d 
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(H2),  No  one  in  either  group  responded  that  this  facet  of 


Army  life  v/as  an  influence  to  remain  in  the  Army. 
Surprisingly,  13?^  of  the  men  in  each  group  indicated  that 
frequent  family  separation  was  no  influence  on  their  career 
decision.  In  the  same  token  however,  47,8^  of  the 
resignees  as  compared  to  only  27.8^  of  the  actives 
indicated  this  was  a strong  influence  to  leave  the  service. 
Pay  and  Fringe  Benefits 

Table  VI  vividly  portrays  the  feelings  of  both 
groups  toward  the  amount  of  salary  received  as  Army 
officers  (H6).  It  should  be  noted  that  more  resignees 
than  active  personnel  felt  their  pay  commensurate  v/ith 
their  responsibilities  and  more  than  adequate.  At  the 
same  time  more  resignees  also  felt  their  pay  inadequate. 

Almost  one-third  of  both  groups  responded  that  the 
amoimt  of  Army  pay  they  v/ero  receiving  had  no  influence  on 
their  Army  career  decision.  A large  contrast  can  be  noted 
in  the  percentage  of  men  from  each  group  indicating  that 
the  pay  received  '.vas  an  influence  to  remai  n in  the  Army. 

Of  the  active  personnel,  16.2;^  so  indicated  as  opposed  to 
only  1.7i«  of  the  resignees.  Sixty-five  percent  of  the 
resignees  and  of  the  active  officers  said  that  the 

p?y  recT'i'T:  ’ v/as  a'"'  infi  "i  o lor'-'  I'r  o Arm;,-. 

Quo;' I'.'i  o:iS  2o  and  30,  found  only  on  the  rosigncc's 
questionnaire,  were  a further  attempt  to  measure  the 


TABLE  VI 


Chi  Sauarff  - '^1.36 
Si  .5rnificant  at.  .0905 
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Importance  of  money  to  the  resignee.  The  responses  to 
these  questions  seem  to  indicate  that  money  was  not  as  an 
important  factor  as  the  previous  answers  might  reflect.  Of 
the  men  who  responded,  6l.6?o  said  that  no  amount  of  salary 
increase  could  have  kept  them  in  the  Army  and  accordingly 
70fo  said  no  cash  bonus,  however  large,  could  have  influenced 
them  to  remain  on  active  duty  for  five  additional  years. 
Nevertheless,  these  answers  show  that  a 2^fo  increase  in 
salary  or  a cash  bonus  of  over  $5i000  would,  have  probably 
influenced  approximately  one-quarter  of  the  rcsignees  to 
remain  a part  of  the  Army. 

The  fringe  benefit  package,  although  deemed  adequate 
by  only  of  tVie  active  m.en  and  10';^  of  the  resignees, 
seems  to  be  an  influence  to  stay  in  the  Army,  This  was 
indicated  by  SO.Jfo  of  the  present  officers  and  32.8^  of  the 
resignees.  Almost  twice  as  many  resignees  (50.8^)  a.3 
career  men  (26, 5?^)  ncted  that  the  fringe  benefits  had  no 
influence  to  their  Army  career  decision.  Only  13.2.^  of  the 
active  duty  personnel  and  of  the  resignees  said  the 

fringe  benefit  package  was  an  influence  on  them  to  leave 
the  Army.  The  two  benefits  found  most  inadequate  by  both 
groups  were  housing  and  dental  care. 

Tiie  quesi.ion  norte i ni  n"'"  to  the  infiuence  ot'  thn 
A.riny  ' s opoorteo  ’ i.y  foi'  rf:!Tre'C;-it  foi.iv’,  that  79.^^'' 


6? 


of  the  career  men  and  U-1,1^  of  the  resianees  were 
influenced  to  stay  in  the  Army  as  a result  of  the  early 
retirement  benefit.  At  the  same  time  more  of  the  resif^nees 

than  the  active  men  (19.15^)  indicated  this  factor 
had  no  influence  on  their  career  decision. 

Senior  Officers 

The  general  evaluation  each  group  gave  the  Army 
senior  officers  under  whom  they  had  served  is  quite 
revealing  (HI).  Table  VII  gives  these  evaluations. 

Obviously  the  resignces  have  a much  lov/er  opinion  of  their 
former  bosses  than  do  the  active  duty  men.  It  should  be 
noted  tiiat  over  55^  of  both  groups  commented  that  they  felt 
this  question  difficult  to  ansv;er.  fviost  indicated  they  }iad 
served  with  senior  officers  in  each  of  the  evaluation 
categories  and  that  their  answers  v/ere  based  on  an 
"averaging"  of  the  evaluai;ions  of  a]  1 their  ocni  or  officers. 
Such  an  averaging  technique  is  certainly  difficult  and 
could  be  somevdiat  biased  v/lien  one  considers  the  measuring 
of  human  performance  cannot  be  easily  quantified.  Never- 
theless, the  response  betv/eon  the  two  groups  is  so 
divergent  it  is  felt  that  the  ratings  will  be  useful  in 
analyzing  the  hypothesis  dealing  with  senior  officei's. 

Tiic  inriu:.:.ce  of  the  rc:-:'-;"  cfr^r  ''rs  on  t'-r-  c.r 
decisio.is  of  iwith  g/oups  is  giver,  i ri  '’able  VIII. 
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TABLE  VIII 

INFLUENCE  OF  SENIOR  OFFICERS' CONDUCT  ON  THE 
OFFICER’S  CAREER  DECISION  TO  LEAVE  THE  ARMY 


None 

Strong 

Moderate 

Slight 

Active  Duty 

11.7%  (8) 

2.9%  ( 2) 

11.7%  ( 8) 

19.2%  (13) 

Resignees 

13.1%  (8) 

42,6%  (26) 

23.0%  (14) 

13.1%  ( 8) 

Chi  Square  = 47.04 
Significant  at  ,0005 

Not  shown  in  Table  VIII  is  the  fact  that  54.5?^  of 
the  active  group  responded  that  the  conduct  of  senior 
officers  had  influenced  theni  to  remain  a part  of  the  Army. 
(This  was  considered  in  computing  the  Chi  Square  figure). 

In  contrast  only  8.2!%  of  the  resienees  felt  the  same  way. 
Thus,  it  is  apparent  that  78.755  of  the  resignees  v/ere 
influenced,  to  some  degree,  to  resign  from  the  service 
because  of  the  conduct  of  their  senior  officers. 
Surprisingly,  slightly  over  one-third  of  the  career  military 
men  are  also  similarly  influenced.  , 

These  adverse  feelings  tov/ard  senior  officers  can 
be  further  noted  in  the  response  to  the  questions  concern- 
ing career  counseling.  These  answers  would  seem  to  indicate 
senior  officers  are  not  doing  their  job  in  this  area  as 
6^.5  ’ of  the  activC-s  a.;ri  60.5‘'  of  i r-.o  '•^osi gnecs  se  ^ d th.ev 


had  received  Idiree  or  les 


career  counseling  sessions 
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■ H 

during  their  entire  Army  careers.  The  fact  that  the 

% , 

resignoes  had  more  counseling  in  a shorter  Army  career  can  j 

i 

' probably  be  attributed  to  counseling  sessions  brought  about  j 

by  the  resignees  actually  indicating  that  they  v/ished  to  j 

resign  from  the  Army.  Such  paperv/ork  initiated  by  a junior  | 

usually  motivates  a senior  officer  to  attempt  to  counsel  i 

the  young  officer  on  his  career  intentions.  Interestingly,  j 

of  the  resignees  v/ho  rated  their  senior  officers  belov/  i 

i 

average,  poor  or  incompetent  none  had  received  more  than  i 

eight  counseling  sessions  during  their  careers.  j 

; ■ Fifty  percent  of  active  men  and  75.5%  of  the 

resignees  v;ho  had  been  counseled  said  it  liad  been  of  no  • 
influence  to  their  career  decisions.  Of  the  career 
personnel,  44.3%  indicated  that  their  career  counseling 
session  had  influenced  them  to  stay  in  the  Army.  Only 
l6.4%  of  the  resignees  so  indicated. 

Intri nsi c Moti vat or s 

Slightly  over  40%  of  both  groups  feel  the  Army's 

officer  efficiency  report  system  is  fair,  Hov.’over, 

• • •>  i 

approximately  50%  of  both  groups  said  that  the  system  was  I 

of  no  influence  on  their  decision  to  stay  in  or  leave  the  | 

Army.  A fairly  large  oercentage  of  the  active  duty  men 
» ' i 
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similarly.  Almost  42?5  of  the  resif^nees  group  and  J2%  of 
the  actives  said  the  system  was  an  influence  on  them  to 
leave  the  military. 

There  was  less  agreement  on  the  relative  fairness 
of  the  officer's  promotion  system,  Of  the  present  officers 
63.8^  compared  to  only  48.4?5  of  the  resignees  responded 
that  this  system  was  fair.  Of  the  individuals  v/ho 
considered  the  system  unfair,  80?5  among  the  active  duty  men 
and  '^4^  among  the  resignees,  said  this  unfairness  was  an 
influence  to  resign.  It  is  difficult  to  completely  analyx,e 
the  responses  in  regard  to  the  efficiency  report  and 
promotion  systems  in  that  the  respondents  records  v;ere  not 
available  for  review  by  this  author.  It  is  possibi.e  that 
the  respondents  v/ho  considered  the  systems  unfair  did  so 
because  of  the  bad  reports  they  theiTiselves  had  received. 

The  most  important  question  in  this  area  asbed  the 
respondents  to  indicate  the  degree  to  which  certain 
"motivators"  exist  within  the  Army  and  their  influence  on 
the  career  decision.  The  results  of  this  question  are 
portrayed  in  Tables  IX  A,  B,  C,  and  U. 


Tables  IX  A and  B indicate  a general  a.greement 
between  the  tv/o  groups  as  to  the  perceived  existence, 
withi.n  the  Armv  o"  ti/e  e ti  vat'^e^’s"  ere?''  ivit'",  ■'.n’-i 
autliority  respon- ' bi  ' i r y . k di  "foret-.ce  ce  i t'C  no'.a  ’ 


oret-.ce  ce  i 


V, 


Chi  Square  = 28.60  Chi  Square  = 14,63 

Si a:nif leant  at  .0005  Significant  at  .0005 
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in  the  degree  to  v/hlch  the  two  groups  feel  these  items 
exist.  The  active  m.en  feel  they  exist  to  a higher  degree 
than  do  the  resignees.  A surprising  difference  can  be 
noted  however  in  the  relative  influence  of  the  factors  on 
the  groups.  The  active  men  are  overall  influenced  to  stay 
in  the  Army  by  the  perceived  existence  of  these  "motivators". 
On  the  other  hand,  t’nis  influence  is  not  as  easily  trans- 
lated am.ong  the  resignees  group  where  fewer  men  are 
influenced  to  stay  and  more  to  resign  by  the  existence  of 
the  "motivators".  It  can  be  noted  that  v/here  there  is  a 
large  influence  to  leave  among  the  resignees  there  is  a 
large  number  of  this  group  that  feels  the  factor  exists- 
only  to  a slight  degree.  Similarly  the  percentage  of 
career  men  v;ho  are  influenced  to  stay  rises  as  more  feel 
the  "motivator"  exists  to  a high  degree. 

The  agreement  between  the  tv/o  groups  is  not  as 
clearcut  in  Tables  IX  C and  D,  Both  agree  that  recognition 
for  a job  well  done  exists  but  v/hile  the  active  men  arc 
influenced  to  stay  in  the  Army  the  larger  number  of  the 
resignees  say  the  existence  of  recognition  v;as  of  no 
influence  on  their  resignation.  There  is  a general 
disagreement  betv/een  the  groups  as  to  whether  or  not  the 
opportunity  for  a r'-*' i ”-a  *■ '»  l i "p  pxi ■■•'’•'■hin  ■I'he  co  , 
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influenced  resignations  from  almost  three-quarters  of  the 
resignees.  The  existence  of  status  and  prestige  in  the 
military  community  is  generally  thought  to  exist  by  both 
groups;  however,  this  factor  seems  to  have  no  influence  on 
the  resignees  v/hile  the  actives  are  split  between  it  having 
no  influence  and  influencing  them  to  stay.  Status  and 
prestige  of  the  military  man  in  the  civilian  comm.unlty  was 
thought  not  to  exist  by  most  respondents.  This  factor 
seem.s  to  have  little  influence,  however,  on  the  decisions 
of  either  groups. 

Others  Infi.uonce 

An  overwhelming  number  of  the  respondents  indicated 
that  their  decision  to  leave  or  stay  in  the  Army  vvas  totally 
their  own  decision  actives,  66. resignees).  Many 

officers  (31.  active,  2k-. 1%  resignees)  responded  that 
• . their  v/ives  influenced  tli.eir  career  decision  more  than  any 

othei’  individual.  In  a follow-up  question  asking  specifi- 
cally for  the  amount  of  influence  of  the  subject's  v/ife  on 
• • the  career  decision  it  was  found  that  27.15'^'  of  the  current 

Army  wives  were  inf luenci.ng  their  husbands  to'vard  resigning. 
On  the  othei'  hand,  50,8?»  of  the  rosienees  said  their  wife's 
attitude  had  in  fact  influenced  thorn  to  leave  the  Army, 

Thus  i v.'O  i''.d  r-T:'.'"'  ’.'.■’■i  ''',  enonos  ?•  'o  ’ ■■•fl  uo  '".'-'!  i b’v 
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j Resipinee's  Questions 

In  these  questions,  found  only  on  the  resignee's 
questionnaire,  77i^  said  that  they  had  not  been  accepted  for 
a civilian  position  prior  to  submitting  their  resignati ons. 
Likewise  there  seemed  to  be  very  little  regret  among  the 
resignees  as  only  16.4?5  indicated  they  had  at  times 
seriously  wished  they  had  not  resigned. 

The  final  tv/o  questions  gave  the  resignee  the 
opportunity  to  express  exactly  vdiat  factor  had  the  most 
bearing  on  his  resignation  and  what  could  have  been  done 
to  keep  him  on  active  duty.  The  response  to  these  questions 
was  excellent  with  only  one  man  failing  to  answer  the  first 
question  and  thi'oe  men  passing  on  the  second.  Some  m.en 
wrote  several  pages  of  explanations  and  others  sent  copies 
of  their  actual  letter  of  resignation. 

There  v/ere  m.any  different  "single  incidents"  cited 
as  having  the  largest  bearing  on  each  individual's  decision 
to  resign.  Only  4 of  the  6l  respondents  indicated  there  v;as 
*"  really  no  ^n_gl.e  Incident  that  influenced  their  resignation. 

By  far  the  most  often  mentioned  factor  was  the  fear  of 
family  separations  as  21.3^>  of  the  men  mentioned  this  item. 
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presence  in  Viet  Nam.  One-half  were  discouraged  with  the 
war  because  of  what  they  termed  general  indifference  among 
the  Congress  and  the  American  public. 

Equal  to  the  officer’s  displeasure  with  Viet  Nam 
was  his  disappointment  v/ith  senior  officers.  Ten  percent 
responded  that  poor  senior  officers  had  been  the  greatest 
influence  in  their  career  decision. 

Other  answers  which  v/ere  mentioned  more  than  once 
were  having  poor  efficiency  report  (4  times),  a desire  for 
more  freedom  and  initiative  (4  times) , and  finally  being 
turned  down  for  graduate  school  by  their  branches  when  they 
desired  to  attend  (2  times).  All  other  responses  were  bn  a 
one-time  basis  and  generally  personal  to  the  individuals. 
Typical  ansv/ors  ranged  from  "v/anted  to  be  a Golf  Pro"  to 
"assigned  by  Army  to  San  Francisco  and  just  couldn't  leave", 
In  response  to  "what  could  have  been  done  to  keep 
you  on  active  duty"  over  35^  of  the  former  officers  said 
"nothing".  Surprisingly,  these  answers  did  not.  seem  to 
correspond  witb  the  "single  incidents"  listed  as  having  the 
most  important  bearing  on  their  resignation.  Only  two  men 
mentioned  fewer  family  separations  and  only  one  man 
indicated  that  better  senior  officers  would  have  kept  him 


while  fjeven  men  said  more  money  could  have  kept  them  on 
active  duty.  Five  former  officers  felt  that  a more 
"personal"  branch  personnel  section,  v;hich  catered  to  the 
officer's  Individual  preference,  v;ould  have  influenced  them 
to  make  the  Army  their  career.  Six  resignees  mentioned 
Viet  Nam  in  reference  to  keeping  them  on  active  duty.  Tv/o 
wanted  the  Government  to  strive  for  total  victory  or 
withdraw  immediately,  two  others  desired  the  Government  to 
declare  war  in  Southeast  Asia,  and  the  last  two  men  said 
they  would  have  remained  in  the  Army  if  the  United  States 
had  v.'itiidrawn  from  Viet  Nam  pi'ior  to  their  resignations. 
Again  all  other  answers  to  this  question  were  mentioned, 
only  once  and  tended  to  be  personal  to  the  individuals 
concerned . 


CHAPTER  5 


VALIDATION  STUDY'S  RESPONSE 

The  responses  rate  for  the  validation  study  v/as 
?9.6fo.  Slightly  over  73?^  of  the  respondents  added 
supplementary  remarks  to  their  answers. 

As  in  the  primary  study,  l62  questionnaires  v/ere 
mailed.  These  questionnaires  v;ere  sent  to  members  of  the 
V/est  Point  Classes  of  I963,  1964  and  3 965.  They  were 
equally  divided  among  active  duty  personnel  and  individuals 
who  had  left  the  Army.  No  questionnaires  were  returned, 
for  improper  addresses  and  it  is  assumed  that  all  personnel 
concerned  received  their  questionnaires.  Slightly  over  ^9% 
of  the  active  duty  men  returned  their  questionnaires  and 
b0.2fo  of  the  resignces  responded,  Thr-ee  of  the  men 
receiving  questionnaires  intended  for  active  duty  personnel 
had  recently  resigned  from  the  Army.  These  men  did  respond 
to  the  questions  and  where  possible  their  answers  are 
included  with  the  resignee  group. 

Questi onnai re  Resrnrse 

This  chapter  is  included  to  reviev;  the  answers  of 
th.o  l?.o  rrsnnniertr,  yrrm  the  C 1 - n e s mf'  00'  to 

compare  their  answers  v;i-t;h  ■l•.hOoe  rf.'ceivod,  i n_  the  vn'imarv 
study,  from  the  Class  of  106?.  in  an  effort  to  validate  the 
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response  of  that  study.  Once  a^aln  it  is  necessary  to 
point  out  that  included  percentages  may  not  total  100!^  due 
to  some  men  not  ansv.ering  particular  que3^^ons  or  giving 
more  than  one  ansv/er  to  a question.  The  sample  size  (n)  for 
the  resignees  varies  from  63  to  68  while  the  active  duty 
sample  ranges  from  58  to  6I,  For  detailed  ansv/ers  and  the 
exact  sample  size  for  each  question  refer  to  Appendices 
D and  E , 

Soci oeconomi cal 

The  respondents  for  the  validation  study  are 
somewhat  younger  than  the  men  in  the  primary  study  under- 
standably reflecting  their  later  V/est  Point  graduation  • 
date.  The  average  resignee,  at  the  time  of  his  separation 
from  the  Army,  was  slightly  over  27  years  old,  a married 
Captain  with  two  dependents.  The  active  duty  respondent  is 
presently  just  over  28J  yeai's  old,  a Captain,  married  with 
2t  dependents. 

Table  X reflects  the  type  of  communities  in  whicli 
the  respondents  were  raised.  Here  a contrast  v/i  th  the 
primary  grout)  can  be  noted.  The  1962  resnonses  sho'.ved  the 
active  duty  men  as  being  from  the  rural  or  smai lor  tyre  of 
community.  Table  X indicates  just  the  opposite  for  the 


validation  groun. 
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TABLE  X 

COf.'ir/UNITY  ORIGINS  FOR 
VALIDATION  STUDY  RESPONDENTS 


Big  City 

Small  City 

Small  Tov/n 

Rural 

Active  Duty 

35.1"/°  (22) 

21.3/  (13) 

27.9/  (1?) 

14.7/  (9) 

Resignees 

26.5fo  (18) 

35.4/  (24) 

28.01?  (19) 

11.8/  (8) 

Chi  Square  = 3.38 
Significant  at  .25 

The  regions  of  origin  of  both  groups  generally- 


agreed  th  the  primary  study.  The  larger  percentage  of 
both  groups  hail  primarily  from  the  Middle  or  South  Atlantic 
States  or  the  Groat  Lakes  States,  Again,  more  m.en  from  the 
active  duty  group  (l6,4^)  than  from  the  resignees  (?.4^) 
indicated  they  v/ere  from  Army  families. 

The  validation  groups  ansv/ers  concerning  initial 
motivations  and  career  intentions  agree  quite  cl.osely  with 
the  primary  study.  Among  both  the  active  and  the  resignec 
groups  the  ans'.ver  most  often  given  as  to  vdiy  they  had 
become  Army  officers  were  identical,  with  t'ne  primary  study,  » 
First,  they  indicated  a desire  "to  receive  responsibi  l.i ty 
and  cltall  enge"  (33.3'^^  ac  -1;  i.  v o , o — second, 

"West  Point  would  help  me  get  through  college"  (33. 
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Among  the  active  duty  men,  32,8%  initially  intended 
to  make  the  Army  their  career  and  surprisingly,  ^5.65^  of 
the  resignees  felt  the  same  v/ay.  The  percentage  of  those 
"definitely"  planning  an  Army  career  on  the  day  they  v/ere 
commissioned  v/ere  18,0?^  in  the  active  duty  group  and  10.3?‘- 
among  the  resignees.  This  is  only  slightly  lov/er  than  in 
the  primary  study.  Six  men  in  both  groups  said  they  planned 
to  resign  from,  their  first  day  of  coi/imissioned  service. 
Obviously  the  six  men  from  the  active  group  later  changed 
their  minds. 


In  attempting  to  establish  a time  frame  for  the 
career  decision  it  v/as  found  that  the  largest  percentage 
(35.^h?S)  of  resignees  did  not  decide  to  resign  until  their 
last  year  of  service.  Only  10,7%  of  these  men  had  decided 
to  resign  by  the  end  of  their  first  year  of  active  duty. 
Botl>  of  these  figures  correspond  quii.e  closely  v/i  th  the 
primary  study. 

Assignments  and  Dviti os 

Table  XI  reflects  the  initial  branches  of  the 
validation  group.  There  are  no  huge  discrepancies  in  the 
initial  branches  of  the  respondents  in  both  studies. 

Similar  to  tlio  primary  study,  almost  23%  of  the 
resignees  and  Ilf'  c"  -irir:;  act've  duty  ren  indicated 
unhappiness  with  t’nei  r initial  branch  assi  .gnme/its . All 
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of  these  infi3v5  duals  with  the  exception  of  one  man  said 
their  unhappiness  was  an  influence  to  resign  their 
commi ssion, 

TABL?:  XI 

INITIAL  BRANCH  ASSIGNMENTS 
VALIDATION  STUDY 


Artillery 

Infantry 

Engi neers 

Active 

Duty 

39.2f-(27) 

26.1^(18) 

21.7^(15) 

Resignees 

39.4fo(24) 

24.6ti(15) 

9.Rf4  6) 

Armor 


11.6??(  8) 


19.  Vf.(l?!) 


Signal 

Corps 


Agreeing  very  closel  y vnth  the  Class  of  I96?. , over 
30^  of  the  resignee  group  ai.tempted  to  cViange  branches 
while  in  the  Army,  Over  15/^  of  these  requests  for  branch 
transfers  were  disapproved.  Only  \yh  of  the  active  officers 
tried  to  change  branches  and  98.5‘/«  of  t>^eir  requests  were 
approved . 

f-iost  of  both  groups  responded  that  their  primary 
duty  title  in  tiieir  respective  branches  was  that  of 
Commander  (88. 65^  active,  84/^  resignoes) , Responses 
indicated  that  85.3^  sod  70.7-/5  of  the  active  duty  and 
resignees  groups,  respectively,  felt  that  their  duty 
C j Td  f?  1 f*  T c Tt.  i*.  7 n v.‘  o ' 1 ^ ^ \ T ■'  ? c o ^ p.  f 

tlioir  coT'Sonal  oc i 1 


very  closely  with  the  i^rimary  study. 
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In  ree^ard  to  the  consistency  of  day-to-day  duties 
<i'  and  the  number  of  additional  duties  the  men  were  called  upon 

to  perform  there  is  no  appreciable  difference  in  responses 
between  the  tv/o  studies. 

The  average  time  spent  in  Viet  Nam  was  ih  years 
for  the  active  duty  men  and  slightly  over  one  year  for 
the  resignees.  As  in  the  primary  study  all  of  the  active 
men  had  been  to  Viet  Nam,  Just  12fo  (8)  of  the  resignees  had 
never  served  in  that  combat  area.  Agreeing  with  the  primary 
stxady  a larger  percentage  of  the  active  duty  group's  Viet 
Nam  tours  {73.8%)  were  of  an  involuntary  nature  than  v.’ere 
those  of  the  resignee  sample  .( 66.  ) , More  of  both  groups 

responded  that  they  did  not  agree  with  the  Govcjrnment ' s 
Viet  Nam  policies  (52.5^  actives,  60%  resignees).  The 
influence  of  the  Government's  policy  on  the  individual  to 
resign  from  the  Army  v/as  almost  identical  with  the  influence 
found  in  the  primary  study.  Concerning  the  influence  of 
future  Viet  Nam  tours  the  validation  study  did  find  a 
**  larger  number  of  resignees  influenced  to  leave  by  this 

factor.  The  number  of  active  m.en  so  influenced  corresponded 
very  closely  in  both  studies. 


The  responses  relating  to  the  utilization  of 
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were  less  optimistic  about  the  forecast  for  future  pT'oper 
utilization  and  this  factor  was  a considerably  larger 
influence  on  this  group  to  leave  the  Armj^  than  it  was  in 
the  primary  research. 

The  response  to  the  questions  concerning  the 
influence  of  past  and  future  assignments,  length  of  tours, 
and  family  separation  compared  very  closely  with  the 
primary  study's  response  to  the  same  questions.  The  I963-65 
resignee  group  Indicated  that  the  frequent  relocations  they 
had  been  subjected  to  v'ere  a greater  Influence  to  leave  the 
Army  than  did  the  corresponding  men  from  the  196?  sample. 

Pay  and  Frin-sre  Benefi  ts 

Table  XIII  indicates  the  feelinsis  of  the  validation 
group  toward  the  ainount  of  pay  they  received  as  Army 
officers.  A copvpariscri  with  Table  VI  Indicates  that 
these  feelings  correspond  quite  closely  v/lth  the  responses 
from  the  Class  of  I962.  Likewise  the  influence  of  the 
amoiint  of  pay  received  on  the  career  decision  is  almost 
identical  in  both  studies. 

The  fringe  benefit  package  was  aaain  deemed 
adequate  by  only  a few  men  from  each  group,  however,  as  in 
the  primary  research,  it  nevertheless  'was  an  influence  on 
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inadequate.  The  Army's  opportunity  for  early  retirement 
continued  to  be  an  influence  on  both  groups  to  continue 
their  Army  careers. 

Senior  Officers 

No  real  differences  can  be  noted  in  the  opinions 
of  the  officers  in  the  primary  and  validation  studies 
concerning  their  evaluations  of  their  senior  officers. 

Table  XIV  portrays  the  I963-65  group's  evaluations. 

Table  XIV  should  be  compared  v/ith  Table  VII  in  Chapter  4. 

The  influence  of  the  senior  officer  on  the 
validation  group's  career  decision  is  shown  in  Table  XV. 

A comparison  with  Table  VIII  indicates  only  one  slight 
difference  in  the  response  of  the  tv/o  studies,  The 
validation  study's  active  group  responded  that  they  were 
more  strongly  influenced  to  leave  the  Army  because  of 
senior  officer  conduct  than  were  the  I962  active  officers. 
Likewise,  fewer  of  the  validation  group's  active  members 
v/ere  influenced  to  remain  a part  of  the  Army  because  of 
senior  officer  conduct. 

This  reseax’oh  once  again  indicated  that  the  senior 
officers  were  not  doing  ifneir  jobs  in  the  career  counseling 
area  as  5'’'^. 4/'  of  the  active  duty  men  and  66,5/^  of  the 
resi  fences  indicated  they  had  received  three  or  less  career 


oounseling  sessions  durln"  t'neir  eni'.iro  Avny  ca.reers. 


Similar  to  the  primai'y  study,  52.5?^  of  the  actives  and  72?5 
of  the  resignees  said  that  the  career  counseling  sessions 
they  had  received  v/ere  of  no  influence  on  their  career 
decisions, 

TABLE  XV 

INFLUENCE  OF  SENIOR  OFFICERS’ CONDUCT 
ON  THE  OFFICER'S  CAREER  DECISION 
TO  LEAVE  THE  ARMY  “ VALIDATION  STUDY 


None 

Strong 

Moderate 

Slight 

jHRQIQQIII 

19.7%  (12) 

1^.7fo  ( 9) 

4,9?2  ( 3) 

3 6,4^^  (10) 

Resignees 

14.7?S  (10) 

44,1?5  (30) 

(15) 

13.?-^  ( 9) 

Chi  Square  = 16,65 
Significant  at  ,0005 


Intrinsj  c Motivators 

In  the  validation  research  more  men  from  the 
resignee  group  (39.^/^)  than  from  the  active  duty  group 
(31.75^)  felt  the  Officer's  Efficiency  Report  Systepi  ls_ 
fair.  Just  as  in  the  primary  study  almost  50?^  of  both 
groups  indicated  that  the  system  was  no  influence  on 
their  decision  to  remain  in  or  leave  the  Army.  Eight  men 
from  both  groups  said  the  system  was  an  influence  to  remain 
on  aciive  duty.  This  figuv'e  can  bo  compared  v/i  th  the  main 
study  in  which  35  active  duty  men  and  5 resignees  responded 
si:;ii  larly.  'iho  rim:. her  i ' i c<.  . ' -i.''  fro  syst'’. 

was  an  inj'luence  on  them  to  leave  the  military  was  aimost. 
identical  in  both  studies, 
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The  active  duty  personnel  in  the  validation 
research  responded  that  they  felt  the  Army  promotion 
system  less  fair  than  did  the  1962  active  group.  Other 
responses  relating  to  the  relative  fairness  of  the  system 
corresponded  closely  betv/een  the  tv/o  studies. 

The  response  of  the  I963-65  group,  to  the 
questions  relating  to  intrinsic  job  motivators  are 
portrayed  Tables  XVI  A,  B,  C,  and  D,  These  tables  should 
be  compai’ed  v/ith  Tables  IX  A,  B,  C,  and  D,  respectively. 

In  regard  to  the  first  two  tables  there  are  only  tv/o 
differences  in  the  responses  from  the  tv;o  studies.  The 
validation  resignee  group  indicated  that  they  did  not 
perceive  the  existence  of  "creativity"  as  greatly  as  did 
the  resignees  from  the  I962  class.  However,  in  contrast, 
the  validation  resignees  felt  the  motivator  "ai/thority" 
existed  to  a higher  degree  than  did  the  primary  group's 
resignees. 

Four  primary  differennns  can  he  no+nrj  be+v.'oen  the 
two  studies  v/hen  the  final  two  tables  are  compared.  These 
differences  are  in  the  resignee  gr'oup.  Considerably  more 
of  the  1963-65  people  felt  that  "recognii;i  on"  and  "status 


and  prestige  in  the  civilian  communi 
surprisingly,  mor-e  of  th,c  resignees 
+he  a.'nsoric n o:"  ‘'''es';  ctors  as  v.".  i 


ty"  did  not  exist.  Not 
fr-n'ri  idiis  aroito  indicate 
pfiuo.'ice  to  Ir-.-'-ve  i-.'-.o 


Army. 


Chi  Sciuare  * 3*^8  Chi  Square  = 6.241 

Si.p;pificant  a-*:  ,10  Significant  at  .025 


Others  Tnfluencf; 

As  in  the  primary  study  most  respondents  indicated 
that  their  decision  to  leave  or  remain  in  the  Army  was 
their  own  decision  actives,  (r>7.,7°/o  resi^nees).  The 

validation  study  showed  sligiitly  more  of  the  resignees  and 
less  of  the  active  duty  men  responding  that  their  wives  had 
influenced  their  career  decision  more  than  any  other 
individual..  In  the  related  question  asking  specifically 
for  the  amount  of  influence  of  the  wife  it  v/as  found  that 
7^ of  the  active  personnel  wives  v.-ere  an  influence  on 
their  husbands  to  resign  from  the  .A^rmy.  I<ikev/ise,  ^0% 
of  the  resignees  said  their  wives  had  influenced  them  to 
resign.  Both  figures  correspond  closely  to  the  related 
numbers  in  the  primary  siudy. 

Resianee's  Questions 

Little  different  from  the  pi-imary  study,  86^5  of 
the  1983-65  resignees  had  not  been  accepted  for  a civil.ian 
position  prior  to  submitting  their  resignations.  Likewise 
only  of  these  men  indicated  tiiat  they  had  ever 

regretted  their  resignation  from  the  Army. 

The  respons'.e  to  the  open-end  questi  on  in  the 
validation  s-f.udy  was  evcellent  v/i.th  only  one  man  fa.i  1 i ng 


to  '^h 

st'idy  many 


sp:-n  i-  CO  "si.d‘--''nb;!  e and  e';n-"gy  in 


ansv;ering  tliese  n-irticu.lar  queries, 
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The  validations  group's  answers  to  these  questions 
were  fairly  consistent  with  the  ansv/ers  they  gave  to 
earlier  queries  in  the  questionnaire.  There  were,  hov/ever, 
many  different  "single  incidents"  noted  as  having  the 
largest  bearing  on  each  individual  to  leave  the  Army. 

Only  3 of  the  68  resignees  indicated  there  v/as  really  no 
single  incident  that  influenced  their  resignations.  The 
most  often  cited  factor  was  poor  senior  officers  as  almost 
one-quarter  of  the  men  mentioned  this  item  (compared  to 
10%  in  the  primary  study). 

The  fear  of  family  separations,  the  most  popular 
ansv/er  in  the  primary  study,  was  mentioned  by  just  over  1?.% 
of  the  1963-65  resignees. 


Surprisingly,  8 individuals  from  the  validation 
group  mentioned  poor  branch  personnel  management  as  the 
single  incident  t’nat  most  influenced  their  resignations. 
This  was  not  mentioned  by  any  of  the  primary  group 
respondents  in  answer  to  this  particular  question. 

••  Viet  Nam  was  again  mentioned  by  almost  10%  of  the 

resignees  as  having  the  largest  influence  on  their 
decision.  None  of  these  men  v/ere  actually  against  the 
United  States  presence  in  Viet  Nan  but  rather  v.'ere 
d i s nleri  nod  v/ith  the  i o.-r  nt  the  b-.'  th''  Govern 
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One  man  also  voiced  a disapproval  of  the  military's 
operations  in  Viet  Nam  terming  them  as  "inefficient  and 
wasteful". 

Four  resignees  left  the  Army  in  order  to  attempt  a 
professional  career  as  a doctor  or  lawyer. 

Other  answers  v;h5ch  were  mentioned  more  than  once 
were  lack  of  job  satisfaction  (3  times),  a poor  promotion 
system  (3  times)  and  a poor  efficiency  report  system  (2 
times).  All  other  responses  were  mentioned  only  once  and 
tended  to  be  personal  to  the  individuals  concerned. 

Again,  agreeing  quite  closely  with  tlie  primary 
study,  37/'»  of  tlie  former  officers  responded  that  "nothing" 
could  have  been  done  to  keep  them  on  active  duty.  Seven 
men  indicated  that  a better,  more  "personal"  branch 
personnel  management  section  might  have  kept  them  in  the 
Army.  Six  men  said  that  money  in  tiie  form  of  a bonus 
and/or  additional  salany  v/ould  have  influenced  them  to  stay 
v/ith  their  military  careers.  Six  otlier'  men  mentioned  that 
a better  promotion  system  based  piore  on  ability  than  on 
seniority  v/ould  have  influenced  their  career  decisions. 

An  additional  six  resignocs  indicated  that  an  assignment 
system  v/hich  allowed  the  officei'  more  preference  would  have 
Kent  them  on  active  du.tr-’'.  Seven  i >'id  i vi  duals  said  a nromi 
of  grodeate  or  reiical  school  v/onl  ' novo  oo;t  in  ■ -el '■ 
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influenced  them.  Other  answers  mentioned  more  than  one 
time  v;ere,  eliminate  the  "deadv/ood"  from  amon^  the  senior 
officers  (U  times),  make  authority  equal  to  responsibility 
(2  times),  a better  efficiency  report  system  (2  times)  and 
the  initiation  of  a v/in  or  withdraw  policy  in  Viet  Nam 
(2  times).  The  remaining  answers  to  this  question  were 
mentioned  onl.y  once  and  again  were  deemed  personal  to 
individual  rcsignees, 

Conclusi  on 

The  validation  study’s  responses  compare  quite 
closely  with  the  responses  in  the  primary  study,  A few 
differences,  as  noted  above,  do  exist  but  none  are 
important  or  large  enough  to  cast  a shadow  of  doubt  on 
the  responses  to  be  used  in  the  attempted  validation  of 
the  research  hypotlieses.  Therefore,  the  primary  study's 
responses  vn  ] 1 be  conside''ed  valid. 


CHAPTER  6 


SUMMARY  AND  CONCLUSTONS 


Chapter  6 will  stuc3y  each  of  the  ei^ht  hypotheses 
and  summarize  the  data  used  to  measure  and  judge  the 
validity  of  these  hypotheses.  This  brief  summary  will  be 
concluded  in  each  case  with  a finaJ.  judgep^ent  as  to  the 
validity  of  the  hypothesis. 

Since  the  sample  used  in  this  research  is  not 
random  in  nature  it  is  achnov/ledged  that  it  is  impossible 
to  actually  prove  or  fully  validate  any  of  the  hypotheses 
presented  in  this  study.  Therefore  it  is  neceasai'y  to 
point  out  that  word  or  phrases  in  this  chapter  v/hioh  allude 
to  validating,  proving,  or  substantiating  a hypothesis  are 
meant  to  be  descriptive  only  and  do  not  correspond  to  the 
scientific  meanings  sometimes  attached  to  such  vrords. 


Hvnothesi s 1 

The  greater  the  young  officer's 
di sappointmont  with  his  senior 
officers  the  more  likely  he  is 
to  ieave  the  Army. 

Resignecs  generally  tended  to  evali.iate  t]'!C  senior 
officers,  under  v/ho"'  t''py  se’^ved,  vevy  in-'/ly^  P'or-):y_-f->')7'pe 
of  the  ronignnos  T-atn!  t’reir'  senior  or'ice'^s  ns 
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either  average,  below  average,  poor  or  incompetent,  V/hen 
this  figure  is  compared  to  the  l6  active  duty  men  (23.59^) 
who  rated  their  senior  officers  in  the  same  categories  it 
can  be  seen  that  the  junior-senior  officer  relationship  is 
a vital  component  of  satisfaction  with  an  Army  career. 

When  respondents  were  actually  queried  as  to  the 
influence  of  senior  officers'  conduct  on  their  career 
decision  the  first  hypothesis  v/as  further  supported. 
Forty-eight  resigness  indicated  that  they  v/ere  moderately 
(14)  to  strongly  (26)  influenced  to  leave  by  senior 
officers'  conduct.  Thus  the  importance  of  the  junior 
senior  relationship  is  further  emphasized. 

Both  groups  of  men  v/ere  inadequately  counseled  by 
senior  officers  as  oe],y  sir  resignees  and  ei  gVit.  active  mien 
had  received  over  eight  career  counseling  sessions  during 
their  entire  Army  cau-eer.  This  lack  of  communi  cati  on  could 
account  for  the  obviously  poor  opinions  the  junior  officer 
has  of  the  senior  officer.  Twenty-three  (32,8%)  of  the 
active  officers  v/ere  influenced  to  stay  ii-i  the  Army  as  a 
result  of  the  career  counseling  sessions  they  had  received. 
On  the  other  hand,  oniy  eight  (13.1%)  of  the  resignees  wore 
so  influenced. 


Ovi-rell  thx:-:  x'ene-- --c’ ■ voul'’ 


to  evo'^v’ .el:'  i m y 


Oi'lC  , 


v;cis  i: 


support  hypothesirs 


Senior  of.rioe?.'S,  for  the 
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part,  are  not  communicating  v/ith  junior  officers  and  as  a 
result,  the  senior- junior  relationship  is  very  poor.  Where 
this  problem  is  greatest  there  is  a definite  tendency  for 
the  junior  officer  to  resign  from  the  Army.  In  contrast, 
those  junior  officers  who  have  had  positive  experiences 
with,  and  favorable  impressions  of,  their  senior  officers 
are  influenced  to  make  the  Army  a career. 


Hypothesis  7. 

The  greater  the  fear  of  or  the 
larger  the  number  of  actual 
extended  separations  of  the  young 
officer  from  his  family  the 
greater  the  influence  to  leave  the 
Army. 

Eleven  of  the  resi gnees  and  thirty-four  active  men 
had  served  two  or  more  unaccompanied  tours.  This  large 
difference  hetv>'ecn  the  two  groups  can  probably  be  attributed 
to  the  difference  in  lengths  of  careers,  The  men  v;ho 
stayed  in  the  Army  have  been  subjected  to  the  possibility 
of  a Viet  Nam  tour  every  two  years. 


Six  of  the  eight  resi gnees  serving  two  or  more 


unaccompanied  tours  said  their  assi  gnm.ents  received  while 
in  the  Army  v/ere  an  influence  i.o  leon'-e  the  Army.  Only  nine 
of  the  active  personnel  in  tiri  s category  were  so  influenced. 


Th  in 


>ul  "I 


;r;r;T-.  ■'  o S'l'isl  -. 


s '■ ' ! d y " e ] a i:  0 d i.  n 


Chapler  ?.  as  the  career  officer 


seers  willing  to  accept 
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the  family  hardships  associated  with  their  chosen  profession 
while  the  resignee  group  is  not  so  inclined.  This  fact  is 
vividly  portrayed  by  the  almost  of  the  resignees  who 

indicated  that  family  separations  were  a strong  influence 
to  leave  the  Army,  Only  275^  of  the  active  men  responded 
similarly.  It  is  interesting  to  note,  hov/ever,  that  the 
same  percentage  (875^)  of  both  groups  indicated  they  v/ere 
influenced  to  leave  the  Army  by  this  factor.  While  the 
resignees  said  they  v/ere  strongly  influenced,  the  active 
personnel  we^^e  only  slightly  influenced. 

The  importance  of  family  separations  was  fiarther 
stressed  by  the  response  of  the  resignees  to  the  open-end 
questions.  The  faci:or  most  often  mentioned  as  the  single 
incident  having  the  largest  bearing  on  the  resignee 's 
decision  to  leave  the  Army  v/as  family  separations.  Almost 
one-quarter  of  the  resignees  singled  out  this  facto-r. 

As  a result  of  the  above  responses  the  second  ' 
hypothesis  is  accepted  as  valid.  Tt  is  obvious  that  both 
groups  fear  and  dislike  family  separations  and  that  this  is 
an  important  negative  influence  on  their  career  decision. 

The  individual  v/ho  cannot  accept  this  hardship  as  a pa^-t 
of  his  career  resigns  from  the  Army, 
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Hypothesis  3 

If  the  youn.o;  officer  perceives  his 
background  and  skills  are  being 
improperly  utilized  this  wili. 
influence  him  to  leave  the  Army. 

As  the  young  officer  first  perceives  he  is  being 
improperly  utilized  it  would  seem  natural  for  him  to  looV 
for  a nev7  type  of  .iob.  In  the  Army  this  process  is  best 
facilitated  by  changing  branches.  Almost  one-quarter  of 
the  resignees  were  displeased  v/ith  their  Initial  branch 
assignments.  Only  three  of  the  career  military  men 
experienced  a similar  displeasure.  Thirty-one  percent 
of  the  resignees  and  11^  of  active  men  attempted  to  actually 
change  branches.  These  requests  were  approved  for  98.6^  of 
the  actives  and  90??  of  the  resignees.  Thus  at  least  10??  of 
the  unhappy  resigncs  group  were  not  alio'.ved  to  change  their 
branch  when  they  desir'ed  to  do  so.  This  would  tend  to 
further  increase  their  unhappiness. 

Both  groups  were  seemingly  Interested  In  their  ,iob 
as  only  nine  men  from  each  group  feD.t  their  ml  11  i^ary 
occupational  speciality  (MOS)  was  not  consistent  or  only 
slightly  consistent  with  their  personal  Interest. 


Tv/ice  as  many  resignees  (42)  as  active  mn  (21) 
felt  tnexr  education  and  skills  were  Toeing  Improperly 


ivtl  li zed 


r;  i 1 S!'"  y . 


sayri 


th  O' 


stayed  in  the  Arrry,  they  tclt  t’nat  luxure  a ssl  grur'ent s wovild 
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have  also  improperly  utilized  their  education  and  sVills, 
Only  \9fo  cf  the  active  men  felt  similarly. 

Althoue:h  the  evidence  supporting  Hypothesis  3 i-S 
not  as  strong  as  that  substantiating  Hypotheses  1 and  ?. 
it  is  felt  that  sufficient  evidence  exists  to  also  v;arrant 
the  validation  of  Hypothesis  3.  The  present  day  emphasis 
on  the  importance  of  education  has  brought  with  it  an 
increased  concern  v/ith  the  proper  and  effective  use  of 
that  education.  V>'hether  one's  background  and  skills  are 
being  properly  utilized  depends  on  the  perception  thereof 
by  the  effected  individual.  The  responses  of  this  study 
show  that  the  man  leaving  the  Army  generally  believes  he 
was  improperly  utilized  or  misassigned.  The  career 
military  man  feels  to  the  contrary  as  he  generally 
perceives  his  skills  and  background  as  being  properly 
utilized.  Additionally,  if  he  perceives  improper 
utilization  he  i s able  to  excuse  it  and  look  forward  to 
his  next  assignment  v;here  he  optimistically  forecasts  a 
more  proper  utilization. 


Hypoth es I s ^ 

The  grea-ter  the  officer's  dissatisfaction 
v/ith  his  rf>qnjred  daily  dii-t/ins  the 
greater  the  influence  to  leave  the  Ari-.y. 

The  yovn~  office',  .iu'/'''  ■ . •‘■'nc  tan 

certain  expectations  for  the  type  of  duties  and  assignments 
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he  will  be  called  upon  to  perform.  This  research  found  the 
resignee  group  to  be  more  disappointed  with  their  duties 
than  the  active  men.  Overall  both  groups,  however,  felt 
their  duties  consistent  with  expectations  as  only  17  of 
the  resignees  and  8 of  the  career  men  responded  that 
their  daily  duties  were  not  consistent  or  only  slightly 
consistent  with  their  expectai.ions. 

The  number  of  additional  duties  an  officer  performs 
are  time  consuming  and  makes  it  difficiilt  for  him.  to 
perform  his  primary  duty.  This  often  leads  to  problems 
and  frustrations.  Forty-eight  of  the  resignees  said  the 
additional  duties  they  were  called  upon  to  perform  were 
excessive.  Only  1^-  from  the  active  Army  found  this  to  be 
the  case.  Although  terming  their  additional  duties 
excessive  only  23  resignees  said  these  duties  actually 
influenced  them  to  leave  the  Army,  Thirteen  actives 
resperded  siinilarly. 

The  assignments  received  by  the  ■!^esignee  v/'nile  in 
the  Army  was  an  influence  on  1R?5  to  rer-^ai  n in  the  Army, 

This  can  be  contrasted  with  almost  80^  of  the  cae'cer  Army 
men  who  considered  their  assi.gnnonts  a positive  influence 
on  their  career  decision.  Li^ev.'ise  the  forecast  for 

t 

futlire  ''■••'T  _rrq n r-; -I  <-r  i r,  PT ; '0 'I  0 r. ’'PR'''  po—  O'C  1 h rj  T i n rr 

grevnp  to  1 y r-mm  and  ef  nctive  +o  S''aY 

in  the  Army, 
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When  this  data  is  combined  v/ith  the  information 
concerning  the  large  number  of  men  v/ho  found  their  initial 
branch  assignments  unsatisfactory,  Hypothesis  U is 
validated.  The  officer  who  is  dissatisfied  with  his 
everyday  duties  is  definitely  influenced  toward  resigninpr 
from  the  Army. 


Hynot.hesis  ^ 

The  less  an  officer  perceives  the 
existence  of  certain  intrinsic  job 
motivators  the  more  liicely  he  is  to 
be  influenced  to  leave  the  Army. 

The  responses  relative  to  Hypothesis  5 indicate 

that  the  man  v/ho  makes  the  Army  his  career  is  more 

fulfilled  in  regard  to  his  basic  intrinsic  needs  than  is 

the  m.an  v/ho  decides  to  lea^e  the  Army, 

There  v/as  general  agreement  betv/een  the  two  groups 

as  to  the  unfairness  of  the  officers'  efficiency  report 

system.  Almost  60^  of  all  respondents  felt  that  system 

v/as  unfair,  V/hereas,  almost  one-half  of  the  resignses 

said  this  unfairness  v/as  an  influence  cn  them  to  resif’^n, 

oni.y  one-third  of  the  active  individuals  v/ene  so  influenced. 

In  regard  to  the  fairness  of  the  promotion  system 

about  one-half  of  tl^e  rosigneo  group  and  of  the  active 

f’el'^"  th  ^ c;-.r- ' ■-.r-  v/n  c mv>  r.  i o"! '<  r>r-\e  n of  "^h  i s 

neronivtid  u.nfa.i  npf v:-..-;  ■ •nrh  r-n'-'e  •)  as  a.l.most 
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half  of  the  resignee*;  indicating  the  system  unfair  said 
it  was  a strong  influence  to  resign.  In  contrast,  half 
of  the  active  men  who  indicated  unfairness  were  slightly 
influenced  toward  resigning. 

The  ques+ion  dealing  with  intrinsic  motivators 
found  general  agreement  among  the  tv/o  groups  as  to  the 
existence  of  these  factors  within  the  Army.  However,  the 
degree  to  v/hich  these  factors  were  perceived  to  exist 
varied  greatly  between  the  tv/o  groups.  The  two  groups 
actually  perceived  the  existence  of  the  motivators  as 
shov/n  in  Table  XVII.  The  factor  perceived  to  exist  to  the 
highest  degree  is  shov/n  first, 

A comparison  of  Table  XVII  wi  1;h  Tables  IX  A,  B,  C, 
and  D shov/s  that  most  of  the  active  officers  perceived  the 
existence  of  important  intrinsic  motivators  from  a moderate 
to  high  degree  and  are  thereby  influenced  to  r'ema^  n on 
active  duty.  On  the  other  hand  the  resignees  did  noi; 
acbnowi.edge  the  existence  of  these  factors  to  such  a 
high  degree  and  were  consequently  influenced  to  leave.  It 
is  interesting  to  note  that  active  duty  men  are  not 


appreciably  influenced  by  their  status  and  prestige  v/ithin 
the  civilian  community  and  li'-ewise,  the  resignees  are  not 
infliienced.  bv  ■l'''.eir  stni-.pr;  ant  j-y  r-f.  i r,  r'i  i i rp-v'y 
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These  responses  once  n support  the  validation 

of  Hypothesis  5.  ^.s  numerous  other  research  has  already 

indicated  the  existeoce  of  certain  intrinsic  motivators 
causes  the  individual  to  remain  a part  of  the  organization. 


Hynothesi s ^ 

The  amount  of  Army  pay  received  and/or 
the  officer's  disillusionment  witVi  the 
Army's  fringe  benefits  are  not  important 
influences  on  the  officers  decision  to 
leave  the  Army. 

Both  groups  replied  that  their  pay  v/as  not 
commensurate  with  their  responsibilities.  Almost  60/?  in 
each  group  indicated  their  Army  pay  was  marginally  adequate 
to  very  inadenua  i-.e . The  amount  of  nay  received  v;as  an 
influence  to  resign  on  3"^  of  the  active  men  and  39  of  the 
resignees.  Thus  there  was  general  displeasure  in  both 
groups  as  a result  of  the  pay  received  from  the  Army. 

The  fringe  benefit  package  v/aa  viewed  as  completely 
adequate  by  only  2 individuals  from  each  group.  Never- 
theless, almost  70/  of  the  active  mien  and  35‘=  of  the 
resignees  indicated  the  fri.nge  benefit  package  as  a.n 
influence  to  stay  on  act.ive  duty.  Only  a total  of  19 
people  said  the  ina.lonua.cy  of  the  nackage  v.’as  a slight  to 
moderate  influence  to  leave  tiie  Army. 


A. 
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The  Army's  early  retirement  benefit  was  widely 
accepted  by  both  groups  as  only  3 people  responded  that 
it  v/as  an  influence  to  leave  the  Army. 

Resignees,  when  queried  concerning  the  amount  of 
money  which  could  have  kept  them  in  the  service,  generally 
responded  "no  amount",  A salary  increase  of  over  2^/), 
however,  would  have  probably  retained  almost  30!^  of  the 
resignees.  Similarly  a cash  bonus  of  over  might 

have  influenced  30^  of  the  resignees  to  stay  on  active  duty  ’ 
for  an  additional  five  years. 

Hypothesis  6 is  slightly  supported  by  the  data, 
presented  above.  It  is  clear,  however,  from  this  evidence 
that  many  officers,  probably  about  one-third,  do  consider 
money  as  an  important  issue  in  makin,?  their  careen  decision. 
Therefore,  in  considering  the  retention  of  junior  gr8.de 
o.fficers,  it  is  not  justified  to  assume  pay  has  no  influence 
on  their  careen’  decision  and  Hypottiesis  6 should  therefore 
be  rejected, 


Hv oo'i’.h esi  s o 

The  U.S.  involvement  in  Viet  Nam  is 
not  an  im.portant  influence  on  the 
offioon'.q  decision  1;o  leave  the  Army. 

The  nTimiier  oT  involuntary  Viet  Nam  tours  served  by 

both  rr nn  co',  "t  b;  c o o > • n d C/cer’-i ''e  as  oslv  n ko-. i vn 

duty  T'.en  and  1 >'’OKi  gri.ee  ha  l ser'/ed  n-ore  than  one  i nvolir'.ter.v 


tour  In  Viet  Nam.  Sl’xty  percent  of  the  resi  o-nees  responded 
that  National  Viet  Nam  policies  v/ere  either  of  no  influence 
on  their  resignation  or  was,  in  fact,  an  influence  to  stay. 
The  corresponding  percentage  for  the  active  duty  officers 
was  55. 1??;. 

The  prospects  of  future  Viet  Nam  tours  was  a 
negative  influence  on  almost  of  the  active  duty  men 

and  65^  of  the  resignees.  Only  1 active  individual  and 
2 resignees  said  these'  prospects  v/ere  an  influence  on  them 
to  stay  in  the  Army, 

It  is  Impossible  to  validate  Hypothesis  7 due  to 
the  large  number  of  mien  whose  decisions  are  negatively 
influenced  by  the  prospects  of  future  Viet  Nam  tours. 

From  the  small  niuiiber  of  people  who  actually  disagree  with 
the  U.S.-Viet  Nam  policies  it  can  be  hypothesized  that  the 
negative  influence  found  in  rega.rd  to  future  tours  is 
probably  a result  of  the. men's  tear  of  and  dislihe  for 
f?,r:iily  separations  v/hich,  of  course,  would  be  a part  of 
any  future  Viet  Nam  tours.  Nevertheless,  v/i  thout  further 
resea?'ch,  Hypothesis  7 miust  be  re.ient.ed  a.s  i invalid, 

Hvno  jhye  sj_  f; 8 

The  officer's  derisiof^  i;o  leave  the 
ser'.'‘ice  is  nr  i r^e>'i  1 '/  his  own  decision 
; ■ I ’■  1 i r'i',-.-  ■ e c.  " c, y ' s 


11^ 

This  res<^arc"h  indicates  the  influence  of  the  wife 
on  the  officer's  career  decision  should  not  "be  under- 
estiT^tated.  Over  one-half  of  the  resianees  said  their 
v/ife  had  influenced  their  decision,  to  resign,  I.n>ewise, 
the  active  duty  men  indicated  2?^  of  their  wives  v;ere  an 
influence  to  leave  the  Army  and  of  them  were  an 

infiuence  to  stay.  It  should  he  reali^.ed  hov;evor  that 
of  the  resignees  and  of  the  current  officers  say 

their  v/ife  is  no  influence  oe  their  career  decision. 

V/hen  asked  who  has  the  most  influence  on  their 
career  decision  both  groups  asserted  their  independence 
“and  reolied  that  thev  had  made  the  decision  t.otally  on 
their  ov/n . The  only  other  indi\ndual  eiven  much  credit 
for  influencing  the  officer  was  his  v;ifp,  One-quarten  of 
resignees  and  one-third  of  the  actives  listed  her  as  the 
individual  most  influencing  the  career  decision. 

It  is  difficult  to  validate  the  last  hypothesis. 
Although  the  largest  number  of  officers  responded  that 
their  career  decision  v/as  their  own,  tiie  wife  is  still  a 
very  real  pov'or  in  this  decision.  The  Army  siiould  note 
the  number  of  men  w'lo  actually  admit  to  lisinm  influenced 
by  their  v/ife.  It  is  ob-'-lous  that  career  counseling 
sessions  for  vd-^.-OS  mi  ''^'t  go  a lone-  ’.VO'-r  i-ov/g-ri  i nf  ] i;enc  ' 'Ig 
r.a>-.y  vr'an  ";  orfiC''.  -'  i i'’"-  ■ ' i 


Recomneniiati  ohr 

This  study  has  iadicated  a bas5  s for  studyi  n?;  the 


factors  v/hich  influence  the  junior  Arrn\'  officer  toward  j 

! 

leaving  or  remaining  a part  of  the  Army.  The  research  | 

hypotheses  TDresen+ed  herei  n have  served  to  emphasi  ze  j 

certain  areas  of  important  influence  in  the  young  officer's  j 

1 

career  decision.  The  data  presented  is  hut  one  small  step  ' 

in  studying  the  retention  problem  arnong  junior  Army  j 

» 

officers,  Nev/  approaches  and  more  detailed  studies  should  j 

be  utilized  to  actually  verify  the  results  of  this  research.  ; 

One  possible  productive  area  for  further  research 
not  previously  alluded  to  in  this  study  is  in  regard  to 
the  determi nance  of  tolerance  levels  of  incoming  young 
officers.  This  thesis  has  pointed  to  a definite 
difference  in  the  feelings  of  the  men  who  resign  from  and 
the  men  who  stay  in  the  Army.  It  may  he  oossible,  through  ! 

much  more  detailed  research,  to  determine  what  factors 
actually  influence  the  majority  of  the  resignees  toward 
leaving  the  Army  and  in  turn  to  measure  the  tolerance  levei 
of  each  officer  candidate  toward  these  factors.  The 
individual  who  scores  high  on.  suc*^!  a test  '.vould  display 
a tolerance  toward  these  negative  factors  v/hich  ?iight 

allC'"  ; i*r.  '‘o  ais'Tgr'c’  i '-o  « c all  •■'••r-e  a'-.;  I}'':'  i 

remain  a p •.’■'t  of  ■i;he  krr-.yy,  . i 

i 

i 

■i 

I 
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1 

It  is  hoped  that  this  study  will  serve  as  a 
stiinullus  for  others  to  conduct  further  reseaT'ch.  in  this 
subject.  To  retain  the  rnost  qualified  youne;  officers 
the  Army  must  not  only  do  considerable  further  research 

i 

but  they  must  make  the  results  of  this  research  available  | 

to  each  and  every  commander  so  that  he  may  properly  play  i 

his  part  in  the  retention  of  the  qualified,  young  officer. 

Such  emphasis  should  result  in  higher  retention  and  in  i 

turn  it  should  make  the  Army  a more  efficient  and  effective 
organization. 


APPENDIX  A 


LETTERS  OF  INTRODUCTION 

3 December  1970 


Dear  West  Pointer, 

I am  a member  of  the  USN'iA  Class  of  1962  currently 
attending  the  University  of  Arizona  where  I am  v/orking 
toward  a MS  degree  in  Management,  My  thesis  is  to  be 
written  on  officer  retention.  Specifically,  I am  trying 
to  determine  why  officers  leave  the  Army.  I am  using  my 
classmates  as  my  statistical  base  and  the  Classes  of  I963, 
1964  and  1965  as  a validation  type  study.  Thus  the  motive 
behind  the  somewhat  bulky  questionnaire  I have  enclosed. 
Could  you  please,  sometime  before  1 February  1971,  fill  it 
out  and  return  it  in  the  enclosed  envelope?  It  should  not 
require  more  than  tv;cnty  minutes  of  your  time  and  believe 
me  it  will  be  greatly  appreciated  by  ?iiyself.  Feel  certain 
that  I will  not  disclose  your  specific  answers  to  anyone. 

The  only  instructions  I have  for  completing  the 
questionnaire  is  to  keep  in  mind  that  the  questions  pertain 
generally  to  your  total  Army  career  and  not  to  a specific 
assignment. 

Please  excuse  this  form  letter  but  the  number  of 
questionnaires  prohibits  me  from  writing  to  each  of  you 
personally  as  I would  like  to  do.  Thank  you  for  your 
assistance . 

Sincerely, 


THOMAS  E.  MURRAY,  II 


ir/ 
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3 December  1970 


Dear  Classmate, 

I am  currently  working  tov/ard  my  f.^S  degree  in 
Management  at  the  University  of  Arizona.  My  thesis  is  to 
be  written  on  officer  retention.  Specifically,  I am  trying 
to  determine  why  officers  get  out  of  the  Army.  I am  using 
our  class  as  my  statistical  base  and  am  also  using  the 
Classes  of  I963,  1964  and  I965  for  a validation  type  study. 
Thus,  the  motive  behind  the  somewhat  bulky  questionnaire  I 
have  enclosed.  Could  you  please,  sometime  before  1 February 
1971,  fill  it  out  and  return  it  in  the  enclosed  envelope? 

It  should  not  require  more  than  tv/enty  minutes  of  your  time 
and  believe  me  it  will  be  greatly  appreciated  by  myself. 

The  only  instructions  I have  for  completing  the 
questionnaire  is  to  keep  in  mind  that  the  questions  pertain 
generally  to  your  total  Army  career  and  not  to  a specific 
assignment.  Feel  certain  I will  not  disclose  your  specific 
ansv/ers  to  anyone. 

Please  excuse  this  form  letter  but  the  number  oi" 
questionnaires  prohibits  me  from  v/riting  to  each  of  you 
personally  as  I would  like  to  do. 

Anyone  passing  through  the  Tucson  area  please  feel 
free  to  stop  in  and  stay  with  us  as  we  have  plenty  of  room 
and  we  are  always  glad  to  see  Classmates.  Thank  you  for 
your  assistance. 


Best  I’egards, 


THOMAS  E.  MURRAY,  II 


APPENDIX  B 


ACTIVE  DUTY  QUESTIONNAIRE 


1.  What  is  your  age?  

2.  What  is  your  marital  status? 

A.  Married  D,  Separated 

B.  Single  (never  married)  E.  Widowed 

C.  Divorced 

3.  Hov/  many  dependents',  excluding  yourself,  do  you  have? 

4.  Which  of  the  follov/ing  best  describes  v/here  you  lived 
most  of  the  time  between  the  ages  of  6 and  18? 

A,  Big  City  (over  100,000)  C.  Small  Town 

B.  Small  City  (5,000-20,000) 

(20,000-100,000)  D.  Rural  Community 

5.  V/hat  state  or  states  did  you  live  in  most  of  the  time 

betv/een  the  ages  of  6 and  18  years? 

6.  Why  did  you  become  an  Army  officer?  (Circle  one  or  more) 

A,  Best  w'ay  to  complete  my  military  obligation 

B,  Looking  for  excitement 

C,  Hoped  to  receive  responsibility  and  challenge 

D,  Thought  I v;ould  gain  prestige  and  respect 

E,  V/est  Point  would  help  me  get  through,  college 

F,  Family  tradition 

G,  Other  (please  specify)  

7.  Vi'hat  were  your  intentions  the  day  you  were  commissioned? 


A. 

Definitely  planned 

to  re 

sign  at 

the 

end  of 

my 

ini ti al 

obligati  on. 

B. 

Thoug}'.  t 

I probably 

would 

resign 

at 

the  end 

of 

initial 

obligation. 

c. 

Was  und 

ecidod  about 

an  Army  car 

cer 

D. 

Thought 

I would  made 

e the 

Arrry  v.i 

y oa 

■^cor 

E. 

Do fin  It 

el^  pin;, net 

an  .’.r 

. ' L 

no 


8. 

9. 

10. 

11. 


12. 

13. 

14. 


15. 


16. 

17. 


1J>0 

What  is  your  present  grade? 

A.  Major  B.  Captain  C,  First  Lieutenant 

To  what  branch  were  you  assigned  upon  leaving  USMA? 

Have  you  changed  branches?  

If  so,  to  what  branch  did  you  change?  


Were  you  satisfied  with  your  first  branch  assignment? 

Yes  No  If  not,  to  what  degree  has  this 

dissatisfaction  influenced  your  career  decision? 


A,  No  influence 

B,  Strong  influence  to 
leave 

C,  Moderate  influence 
to  leave 


D.  Slight  influence  to 
leave 

E.  Influence  to  stay 


Have  you  attempted  to  change  branches  but  your 
application  was  disapproved?  Yes  No  

What  is  the  duty  ti tie  (Artillery  Commander,  Medical 
Supply,  etc.)  of  your  primary  MOS?  


To  what  degree  do  you  feel  your  MOS  classification  is 
consistent  with  your  personal  interest? 

A,  Not  consistent  at  all  C.  Moderately  consistent 

B.  Highly  consistent  D,  Slightly  consistent 

To  what  degree  are  the  day  to  day  duties  you  perform 
in  the  Army  consistent  with  what  you  expected  they 
would  be? 

A,  Not  consistent  at  all  C.  Moderately  consistent 

B.  Highly  consistent  D.  Slightly  consistent 

Generally,  do  you  feel  the  number  of  additional  duties 
you  are  called  upon  to  perform  excessive?  Yes  No  

To  what  extent  have  those  "additional  duties" 
influenced  your  career  decision? 


A. 

No  once 

n 

« 

SI’  ^ 

H. 

S t r 0 Ti  r j n f 1 Vi  e ; ; c c t o 

InoA 

c. 

;i  oave 

I'^O-lerate  inf.1ucnco 
to  leave 

E. 

Ini  i 
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18,  How  many  RVN  tours  have  you  served?  

19,  .How  many  involuntary  RVN  "tours  have  you  served?  

20,  Were  you  wounded  while  in  RVN?  Yes  No  

21,  Do  you  agree  v/ith  National  policies  concerning  Viet 

Nam?  Yes  No  If  not,  do  you  feel  the  U.S. 

Government  should  pursue  a policy  of 

A,  Immediate  withdrav/al  C,  Total  victory 

B.  Gradual  withdrav/al  D,  Other  


22,  To  what  extent  have  national  Viet  Nam  policies 
influenced  your  career  decision? 

A.  No  influence  D.  Slight  influence  to 

B.  Strong  influence  to  leave 

leave  E,  Influence  to  stay 

C.  Moderate  influence 
to  leave 

23.  How  does  the  pi'ospect  of  future  RVN  tours  influence 


your  career  decision? 

A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

2U,  How  many  involuntary  unaccompanied  tour's,  other  than 
RVN,  have  you  served?  

25.  What  are  your  feelings  on  the  amount  of  pay  you  are 
receiving? 


A,  Adequate 

B,  More  than  adequate 

C,  Marginally  adequate 

26.  What  influence  does  the 
on  your  career  decision? 

A,  No  influence; 

B,  S'i'-'O''’ i r. f] "onco  to 
loo./c 

C , I ' . o c r a u *- j 
to  leave 


D,  Inadequate 

E,  Very  inadequate 


a.mount  of  pay  you  receive  have 


D.  Slight  influence  to 
] er.vc 

E.  Influence  to  stay 


influence 


1 


fl 
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27,  Do  you  feel  your  pay  is  commensurate  v/ith  your 
•responsibilities?  Yes  No  Usually  


28.  What  influence  does  the  fringe  benefit  package 

(medical  care,  PX , Commissary)  have  on  your  career 
decision? 


A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

leave 

E. 

Influence  to  stay 

c. 

Moderate  influence 

4 

to  leave 

29. 

Hov; 

does  the  early  retirement 

benefit  of  the  Army 

influence  your  career  decision 

? 

j 

A. 

No  influence 

D. 

1 * 

Slight  influence  to  ! 

B. 

Strong  influence  to 

leave  1 

leave 

E. 

Influence  to  stay  \ 

Moderate  influence 

1 

i 

leave 

1 

30. 

V/hich  of  the  follov/ing 

fringe 

benefits  do  you  find' 

inadequate?  (Circle  as 

many  as 

desired ) 

A. 

Medical  care 

I. 

Incentive  pay 

B. 

Dental  care 

J. 

Hazardous  duty  pay 

c. 

PX 

K. 

Officer  clubs 

D. 

Commissary 

L. 

Civilian  schooling 

E. 

Housing 

opportunities 

F. 

Retirement 

M. 

Travel 

G. 

Insurance 

N. 

Survivor  benefits 

H. 

Tax  benefits 

0.  . 

Post  schools  (for 

children) 

31. 

From  your  observations 

hov;  would  you  generally  rate 

the 

senior  officers  under  v/hom 

you  have  served? 

A. 

Outstanding 

E. 

Belov.'  Average 

B. 

Superior 

F. 

Poor 

c. 

Excellent 

G. 

Incompetent 

D. 

Average 

32. 

To 

v;hat  decree  has  the 

conduct 

of  senior  officers 

I n r].'.' '’n.c  yc.y-  career 

'l-e  ci  r'  c 

No  influjnco 

B. 

Strong  influence  to 

■ 

leave 
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C,  Moderate  influence  D,  Slight  influence  to 
to  leave  leave 

E,  Influence  to  stay 

33t  Hov/  many  formal  or  informal  career-counseling  inter- 
views have  you  had  v/ith  senior  officers? 

3^.  V/hat  influence  did  the  career-counseling  have  on  your 


career  decision? 

A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

35.  Do  you  fee],  that  generally  your  education  and  skills 
are  properly  utilized  in  most  duty  assignments? 

Yes  No  


36,  Do  you  feel  that  future  duty  assignments  will  probably 

better  utilize  your  education  and  skills?  Yes  

No Undecided 

37.  To  what  degree  has  the  utilization  of  and  forecast  for 
future  utilization  of  your  education  and  skills 
influenced  your  career  decision? 


A. 

No  influence 

D. 

Slight  influence 

B. 

Strong  infD.uence  to 

leave 

C. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

38.  What  influence  have  the  assignments  you  have  received 
had  on  your  careei'  decision? 

A,  No  influence  D, 

B,  Strong  influence  to 

leave  E. 

C,  Moderate  influence 
to  leave 

’••'iia'.  i n.f luo;;c'.  probable  futur--  as;  ■ ^'nments  in  your 
care  vr  pattern  l;ave  cn  your  career  decision? 


Slight  influence  to 
1 eave 

Influence  to  stay 


39. 


I2k 


40. 

41. 


42. 


No  influence 

D. 

Slight  influence  to 

Strong  influence  to 

leave 

leave 

E. 

Influence  to  stay 

Moderate  influence 

to  leave 

A. 

B. 

C. 


What  is  the  longest  period  of  time  you  have  served  in 
a particular  location?  

Generally,  v;hat  are  your  feelings  tov;ard  the  length  of 
PCS  tours? 

A,  Should  be  1-li  years  D.  Should  be  longer  than 

B,  Should  be  li-3  years  4 years 

C,  Should  be  3-4  years  E.  No  preference 

F,  Other  (specify)  


What  influence  does  frequent  relocations  have  on  your 
career  decision? 


A. 

No  influence 

D. 

Slight  influence  to‘ 

B. 

Strong  influence  to 

leave 

leave 

E. 

Influence  to  stay 

c. 

Moderate  influence 

to  leave 

43. 

To 

v;hat  degree  does  the 

frequency  of  or  fear  of  family 

separati ons  influence  your 

career  decision? 

A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

leave 

E.  ■ 

Influence  to  stay 

c. 

Moderate  influence 

to  leave 

44. 

Do 

you  feci  the  Officer 

' s 

Efficiency  Report  System  is 

fair?  Yes  No 

45. 

To 

wliat  degree  has  the  ' 

OER 

sys 

tern  influenced  your 

career  decision? 

A. 

No  influence 

D. 

Slight  influence  to 

B. 

S'li.r cr  ■■■  1 p.  ri '.1 0 nc c 

1 r C‘ 

Icav  0 

E , 

Tnil’ience  to  sta,”' 

c. 

I-  Oder:  influence 
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46.  In  your  opinion,  to  v/hat  deijree  do  the  follov/infl; 

.factors  exist  within  the  Army  and  hov/  have  they 

influenced  your  career  decision?  (Circle  one  in  each 

column) 

\ 

Opportunity  to  be  creative 


A. 

Exist  to  a high 

A. 

No  influence 

degree 

B. 

Strong  influence  to 

B. 

Exist  to  a moderate 

leave 

degree 

c. 

Moderate  influence  to 

c. 

Exist  to  a slight 

leave 

degree 

D. 

Slight  influence  to 

D. 

Does  not  exist  at  all 

leave 

E. 

Influence  to  stay 

Feeling  of  achievement 

A. 

Exist  to  a high 

A. 

No  influence 

degree 

B. 

Strong  influence  to 

B. 

Exist  to  a moderate 

leave 

degree 

c. 

Moderate  influence  to 

c. 

Exist  to  a slight 

leave 

degree 

D. 

Sligh.t  influence  to 

D. 

Does  not  exist  at  all 

leave 

E. 

Influi^^nce  to  stay 

Delegation  of  authority 

A. 

Exist  to  a high 

A. 

Mo  influence 

degree 

B. 

Strorivg  influence  to 

B. 

Exist  to  a moderate 

leave 

degree 

c. 

Moderate  influence  to 

c. 

Exist  to  a sli.ght 

leave 

degree 

D. 

Slight  influence  to 

D. 

Does  not  exist  at  all 

leave 

E. 

Influence  to  stay 

Granting  of  responsibility 


A. 

Exist  to 

G. 

high  degree  A. 

No  influence 

B. 

E;xist  to 

a 

moderate  B, 

Strong  influence  to 

degree 

leave 

c. 

Exist  to 

Ti 

sli'D'.t  C, 

Moderate  irfluoree 

C'.  gr'eo.; 

.-e 

D. 

Doe;:  I'ot 

'i  st  at  ai]  i). 

Slivht  i n'^]'.;:nco  to 

ieavs 

E.  Influence  to  sta'y 
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Recognition  for  a job  v/ell  done 


A. 

Exist  to 

a high 

A. 

No  influence 

'degree 

B. 

Strong  influence  to 

B. 

Exist  to 

a moderate 

leave 

degree 

c. 

Moderate  influence  to 

c. 

Exist  to 

a slight 

leave 

degree 

D. 

Slight  influence  to 

D. 

Does  not 

exist  at  all 

leave 

E. 

Influence  to  stay 

Opportunity  : 

for  a private 

life 

A. 

Exist  to 

a high 

A. 

No  influence 

degree 

B. 

Strong  influence  to 

B. 

Exist  to 

a moderate 

leave 

degree 

c. 

Moderate  influence  to 

c. 

Exist  to 

a slight 

leave 

degree 

D. 

Slight  influence  to 

D. 

Does  not 

exist  at  all 

leave 

E. 

Influence  to  stay 

High  status  i 

and  prestige 

in  th 

9 civilian  com.mun3ty' 

A. 

Exist  to 

a high 

A. 

No  infD.uence 

degree 

B. 

Strong  influence  to 

B. 

Exist  to 

a moderate 

leave 

degree 

c. 

Moderate  influence  to 

c. 

Exist  to 

a slight 

leave 

degree 

D. 

Slight  influence  to 

D. 

Does  not 

exist  at  all 

leave 

E. 

Influence  to  stay 

High  status  i 

and  prestige 

in  the  military  community 

A. 

Exist  to 

a high 

A. 

No  influence 

degree 

B. 

Strong  influence  to 

B. 

Exist  to 

a moderate 

leave 

degree 

c. 

Moderate  influence  to 

c. 

Exist  to 

a slight 

leave 

degree 

D. 

Slight  influence  to 

D. 

Does  not 

exist  at  all 

leave 

E. 

Influence  to  stay 

V/h  i 

ch  of  f" 

-1  - - : j. 

V ^ ^ 

'’al;-  h?vo  ’ ',riuor.?ef 

yo’j 

i.r  carc-..'  ' 

i 't-  C \ C- 

1?7 


A,  Wife 

B,  Mother 

C,  Father 


D,  Friend 

E,  None  - it  v/as  totally 
my  ov/n  decision 

F,  Other  


48,  What  influence  does  your  wife's  attitude  have  on  your 
career  decision? 


A.  No  influence  D,  Slight  influence  to 

B.  Strong  influence  to  leave 

leave  E,  Influence  to  stay 

C.  Moderate  influence 
to  leave 

49.  Do  you  feel  the  promotion  system  with  the  Army  is 

fair?  Yes  No  If  not,  to  what  degree  has  this 

influenced  your  career  decision? 


A. 

No  influence 

D. 

Slight  influence 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

APPENDIX  C 


RESIGNEE  QUESTIONNAIRE 


1,  V/hat  v/as  your  age  at  the  time  you  left  active  duty?  

2,  What  was  your  marital  status  at  the  time  you  left 
active  duty? 

A,  Married  D,  Separated 

B,  Single  (never  married)  E,  Widowed 

C,  Divorced 

3,  How  many  dependents^  excluding  yourself,  did  you  have 

v;hen  you  left  the  service?  

4,  V/hich  of  the  following  best  describes  where  you  lived 
most  of  the  time  betv/een  the  ages  of  6 and  18? 

A,  Big  City  (over  100,000)  C,  Small  ?ov/n 

B.  Small  city  (5,000-20,000) 

(20,000-100,000)  D.  Rural  Com.munity 

5t  V/hat  state  or  states  did  you  live  in  most  of  the  time 
between  the  ages  of  6 and  18  years?  

6.  V/hy  did  you  become  an  Army  officer?  (Circle  one  or  more) 

A,  Best  way  to  complete  my  military  obligation 

B,  Looking  for  excitement 

C,  Hoped  to  receive  responsibility  and  cJial]  engc 

D,  Thought  T would  gain  prestige  and  respect 

E,  V/est  Point  would  help  me  get  through  college 

F,  Family  tradition 

G,  Other  (please  specify) 

7,  V/hat  were  your  intenti.oi'iS  the  day  you  v;erG  commissioned? 

A,  Definitely  planned  to  resign  at  the  end  of  my 


initial  obligation 

B.  Thought  I probably  v/ould  resign  at  the  end  of  my 
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8.  During  v/hat  time  period  did  you  definitely  decide  to 
■resign  from  the  service? 

A,  Entrance  to  V/est  Point 

B,  During  4 years  as  a cadet 

C,  During  first  year  of  service 

D,  During  second  year  of  service 

E,  During  last  year  of  service 

F,  During  last  six  months  of  service 

G,  Other  (specify)  

9,  What  was  your  grade  at  the  time  of  your  leaving  the 
service? 

A,  Major  B,  Captain  C,  First  Lieutenant 

10,  To  v/hat  branch  were  you  assigned  upon  leaving  USMA?  

11,  Did  you  change  branches  while  in  the  service?  

If  so,  to  v/hat  bi'anch  did  you  change? 

12,  Did  yovi  attempt  to  change  branches  v/hile  in  the  Army 

but  your  application  was  disapproved?  Yes  No  

13,  V/ere  you  satisfied  with  your  first  branch  assignm.ent? 

Yes  No  If  not,  to  what  degree  did  this 

dissatisfaction  influence  your  resignation? 


A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave- 

leave 

E. 

influence  to  stay 

c. 

Moderate  influence 

to  leave 

14,  What  was  the  duty  title  (Artillery  Commander,  Medical 
Supply,  etc.)  of  your  primary  MOS  v/hile  in  the  service? 

15,  To  what  degree  did  you  fee]  your  I'OS  c] assif ication 
v/as  consistent  v/ith  your  personal  occupational  interest 


A,  Not  consistent  at  all  C,  Moderately  consistent 

B,  Highly  consistent  D,  Slightly  consistent 
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17,  While  in  the  Army  did  you  feel  the  number  of  additional 
■duties  you  were  called  upon  to  perform  excessive? 

Yes  No  Usually  Sometimes  

18,  To  v/hat  extent  did  these  "additional  duties"  influence 
your  decision  to  resign? 

A,  No  influence  D.  Slight  influence  to 

B,  Strong  influence  to  leave 

leave  E.  Influence  to  stay 

C,  Moderate  influence 
to  leave 

19.  Ho’.v  many  RVN  tours  did  you  serve?  

20.  Ho'w  many  involuntary  RVN  tours  did  you  serve?  

21.  Were  you  v/ounded  while  in  RVN?  Yes  No  

22,  Did  you  agree  v/ith  national  policies  concerning  Viet 

Nam  at  the  time  you  resigned?  Yes  No  If  not, 

did  you  feel  the  U.S.  Government  should  pursue  a 
policy  of 


A,  Immediate  withdrawal  C.  Total  victory 

B,  Gradual  withdrav.-al  D,  Other 

23.  To  what  extent  did  national  Viet  Nam  policies  influence 
your  resignation? 


A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E.  . 

Influence  to  stay 

Hov/ 

youi 

did  the  prospect  of 
' career  decision? 

future 

RVN  tours  influence 

A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

H 

involuntary  u.nr- 

■ccenpa: 

nion  lours,  other  ti. 

Rv::. 

dio  VGu  SOI- VC? 

W 


26. 
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What  were  your  feelings  oti  the  amount  of  pay  you  v/ere 
.receiving  at  the  time  of  your  resignation? 


27. 


A.  Adequate  D. 

B.  More  than  adequate  E. 

C.  Marginally  adequate 


Inadequate 
Very  inadequate 


What  influence  did  the  amount  of  pay  received  in  the 
service  have  on  your  career  decision? 


A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

28. 


29. 


What  amount  of  additional  salary  v/ould  have  influenced 
you  to  stay  in  the  Army? 


A. 

B. 

C. 

D. 

E. 


No  increase  would  have  influenced  me  to  stay 
7.5  to  10%  of  base  pay 
11  to  15^  of  base  pay 
15  to  25?^  of  base  pay 
More  than  25^  of  base  pay 


Vt’hile  in  the  service  did  you  feel  your  pay  v/as 
commensurate  with  your  responsibilities?  Yes 
No  Usually 


30.  If  a bonus  system  for  officers,  similar  to  Enlisted 

Variable  Bonus  System,  existed  at  the  time  of  your 
resignation  would  this  have  influenced  your  ultimate 
decision?  Yes  No  Maybe  

If  so,  v/hat  size  bonus  v/ould  have  influenced  you  to 
extend  your  Army  career  for  five  additional  years? 

A.  ^1,000  - 1,999  D,  More  than  $5 >900 

B.  $2,000  - 3,500  E.  No  amount  would  have 

C.  s‘?3i501  “ 5|900  influenced  my  decision 

31,  V/hat  influence  did  tlic  fringe  benefit  package  ( PX , 
rnedica],  care,  Commissary)  have  on  your  career  decision? 


A.  No  influence  D,  Slight  imfluonce  to 

B,  1 -'if  1 11 +0  ] 
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32,  How  did  the  early  retirement  benefit  of  the  Army 
influence  your  career  decision? 

A,  No  influence  D.  Slight  influence  to 

B,  Strong  influence  to  leave 

leave  E,  Influence  to  stay 

C,  Moderate  influence 
to  leave 

33.  Which  of  the  following  fringe  benefits  did  you  find 
inadequate  during  your  period  of  service?  (Circle  as 
many  as  desired) 


A. 

Medical  care 

I. 

Incentive  pay 

B. 

Dental  care 

J. 

Hazardous  duty  pay 

c. 

PX 

K, 

Officer  cDubs 

D, 

Commissary 

L. 

Civilian  schooling 

E. 

Housing 

opportunity  es 

F. 

Retirement 

M. 

Travel 

G. 

Insurance 

N. 

Survivor  benefits 

H, 

Tax  benefits 

0. 

Post  schools  (for 
children) 

3^.  From  your  observations  how  would  you  generally  rate  tlie 
senior  officers  under  whom  you  served? 


A, 

Outstanding 

E. 

Below  Average 

B, 

Superior 

F, 

Poor 

c. 

Excellent 

G. 

Incompetent 

D, 

Average 

35.  Overall,  to  what  degree  did  the  conduct  of  senior 
officers  influence  your  career  decision? 


A. 

No  influence 

D. 

Slight  influence  to 

B, 

Strong  influence  to 

leave 

• m 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

36,  How  mtiny  formal  or  informal  career-counseling  inter- 
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A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

38.  Did  you  feel  that  generally  your  education  and  skills 
v/ere  properly  utilized  in  most  duty  assignments? 

Yes  No 

39.  Did  you  feel  that  if  you  had  stayed  in  the  Army 
future  duty  assignments  would  have  probably  better 

utilized  your  education  and  skills?  Yes  No  

Undecided  

40.  To  what  degree  did  the  utilization  of  and  forecast  for 
future  utilization  of  your  education  and  skills 
influence  your  career  decision? 


A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

leave 

E. 

Influence  to  stay 

! c. 

Moderate  influence 

1 

to  leave 

4l.  V.'hat  influence  did  the  assignments  you  received  while 
in  the  Army  have  on  your  career  decision? 


A. 

No  infi.uonce 

D. 

Slight  influence 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

42,  What  influence  did  the  assignments  that  you  could  have 
looked  forward  to  in  your  career  pattern  have  on  your 
career  decision? 


A. 

No  influence 

D. 

B. 

Strong  influence  to 

leave 

E. 

c. 

I’iod orate  influence 

•):q 

leave 


4?,  '..'hile  se’:'vico  '.•.’'■.a!:  v-as  ti'c  lonjv'So  pariod 

time  you  served  in  a particular  location?  


44.  Generally,  v/hat  v/ere  your  feelings  toward  the  length 
of  PCS  tours? 


r"  A. 

Should 

be 

1-lr  years 

D. 

Should  be  longer  than 

B. 

Should 

be 

I2-3  years 

4 years 

c. 

Should 

be 

3-4  years 

E. 

No  preference 

F. 

Other  (specify) 

45.  What  influence  did  frequent  relocations  have  on  your 
career  decision? 


A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

46.  To  vjhat  degree  did  the  frequency  of  or  fear  of  fainily 
separations  influence  your  career  decision? 


A. 

No  influence 

D. 

Slight  influence  to 

B. 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

47,  Do  you  feel  the  Officer's  Efficiency  Report  System  is 

fair?  Yes  No  

48,  To  what  degree  did  the  OER  system  influence  your  career 
decision? 


A.  No  influence 

B.  Strong  influence  to 
leave 

C.  Moderate  influence 
to  leave 


D,  Slight  influence  to 
leave 

E,  Influence  to  stay 


49.  In  your  opinion,  to  •/.•hat  degree  did  the  following 

factors  generally  exist  v/ithin  the  Army  and  how  did 
they  influence  your  career  decision?  (Circle  one  in 
each  column) 

Opportunity  to  ho  creative 

A.  Exir;!;  to  a high  'i'/rrw'-  A.  i.o  ' n ilii'inoe 

B,  Exi.si-  to  a nod'crave  3.  St'ror.;;  ir'.fluer.ce  to 

degree  leave 


r 
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C,  Exist  to  a slight 

c. 

Moderate  influence  to 

degree 

leave 

D,  Does  not  exist  at  all 

D. 

Slight  influence  to 
leave 

E. 

Influence  to  stay 

Feeling  of  achievement 

A,  Exist  to  a high  degree 

A. 

No  influence 

B,  Exist  to  a moderate 

B. 

Strong  influence  to 

degree 

leave 

C.  Exist  to  a slight 

c. 

Moderate  infi.uence  to 

degree 

leave 

D,  Does  not  exist  at  all 

D. 

Slight  influence  to 
leave 

E. 

Influence  to  stay 

Delegation  of  authority 

A.  Exist  to  a high  degree 

A. 

No  influence 

B.  Exist  to  a moderate 

B. 

Strong  influence  to’ 

degree 

leave 

C,  Exist  to  a slight 

c. 

Moderate  influence  to 

degree 

leave 

D.  Does  not  exist  at  all 

D. 

Slight  influence  to 
leave 

E. 

Influence  to  stay 

Granting  of  responsibility 

A,  Exist  to  a high  degree 

A. 

No  influence 

B.  Exist  to  a moderate 

B. 

Strong  influence  to 

degree 

leave 

C,  Exist  to  a slight 

c. 

Moderate  influence  to 

degree 

leave 

D,  Does  not  exist  at  all 

D. 

Slight  influence  to 
leave 

E. 

Influence  to  stay 

Recognition  for  a job  v/ell 

done 

A.  Exist  to  a high  derroe 

A. 

No  influence 

B.  It/.is'i-  to  a r. ..ler 

^ • 

Si'  ■ . / Irii'  to 

degree 

] "avt; 

C,  Exist  to  a 

c. 

I.'ode:.v.te  influence  to 

degree 

D,  Does  not  exist  at  all 

1 eave 

n 
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D.  Slight  influence  to 
leave 

E.  Influence  to  stay 
Opportunity  for  a private  life 

A,  Exist  to  a high  degree  A.  No  influence 

B,  Exist  to  a moderate  B,  Strong  influence  to 

degree  leave 

C,  Exist  to  a slight  C.  Moderate  influence  to 

degree  leave 

D,  Does  not  exist  at  all  D.  Slight  influence  to 

leave 

E,  Influence  to  stay 

High  status  and  prestige  in  the  military  community 


A. 

Exist  to 

a high  degree 

A. 

No  influence 

B. 

Exist  to 

a moderate 

B. 

Strong  inf  licence  to 

degree 

leave 

c. 

Exist  to 

a slight 

c. 

Moderate  influence  to 

degree 

leave 

D. 

Does  not 

exist  at  all 

D. 

Slight  influence  to 

leave 

E. 

Influence  to  stay 

High  status  i 

and  prestige  in  the  civilian  community 

A. 

Exist  to 

a high  degree 

A. 

No  influence 

B. 

Exist  to 

a moderate 

B. 

Strong  influence  to . 

degree 

leave 

c. 

Exist  to 

a slight 

c. 

Moderate  influence  to 

degree 

leave 

D. 

Does  not 

exist  at  all 

D. 

Slight  influence  to 

leave 

E,  Influence  to  stay 

50,  V/hich  of  the  follov.’ing  individuals  influenced  your 
career  decision  the  most? 


A. 

Wife 

D. 

Friend 

B. 

Mother 

E. 

None  - it  was 

c. 

Father 

F. 

o\"n  decision 
Other 

A. 


A 
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51.  What  influence  did  your  v/ife's  attitude  have  on  your 


’career  decision? 

A. 

No  influence 

D. 

Slight  influence  to 

B, 

Strong  influence  to 

leave 

c. 

leave 

Moderate  influence 
to  leave 

E. 

Influence  to  stay 

52.  Do  you  feel  the  promotion  system  with  the  Army  is 

fair?  Yes  No  If  not,  to  what  degree  did  this 

inf3.uence  your  career  decision? 

A,  No  influence  D,  Slight  influence  to 

B,  Strong  influence  to  leave 

leave  E,  Influence  to  stay 

C,  Moderate  influence  to 
leave 

53,  Had  you  been  accepted  for  a position  with  a civilian 

firm  prior  to  submitting  your  resignation?  Yes  

No  Tentatively  

5^.  Since  leaving  the  Army  have  you  ever  seriously  vjished 
that  you  had  made  a career  of  the  Army?  Yes  No  

55*  What  single  incident  or  factor  had  the  most  bearing  on 
your  influence  to  leave  the  Army?  (Use  back  of  page  if 
more  space  is  required) 


56.  V/hat,  if  anything,  could  have  been  done  to  have  kept 
you  on  active  duty? 
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A5;e 

Primary 

Validation 

27 

0 

14 

28 

1 

21 

29 

6 

10 

30 

34 

10 

31 

16 

3 

32 

10 

2 

33 

0 

1 

34 

1 

0 

No  ansv/er 

2 

0 

Answer 

A 

64 

54 

B 

4 

5 

C 

2 

2 

D 

0 

0" 

E 

0 

0 

Depend  ents 

0 

4 

5 

1 

5 

6 

2 

9 

1? 

3 

26 

24 

4 

20 

9 

5 

3 

0 • 

6 

3 

0 

Answer 

A 

11 

22 

B 

24 

13 

C 

20 

17 

D 

15 

9 

Answer 

New  England:  Conn., 

Me. , Mass. , N.H. , 

R.I. , Vt. 

6 

3 

r.'.in(3.?e  AiO.antic:  New 

Jer . , N . Y. , Pa. 

13 

21 
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Primary 
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Validation 


South  Atlantic.'  Del.  , 

Fla.,  Ga. , Kd,,  N.  and 
S,  Car.,  Va. , Wash.  D.C., 

W.  Va.  12 

South;  Ala. , Ky. , 

Miss, , Tenn.  3 

Western  South;  Ark. , 

La. , Okla. , Texas  9 

Great  Lakes;  111.  , Ind, , 
Mich.  , Ohio,  V/is.  9 

Great  Plains;  lov/a, 

Kan. , Minn. , Mo. , Neb. , 

N,  and  S.  Dak.  10 

Mountain;  Ariz. , Colo., 

Id,  , Mont.  , Nev,  , Nev/ 

Mex.  , Utah,  V/yo.  1 

Pacific ; Alas. , Calf, , 
Hav/aii,  Ore.,  Wash.  10 

Army  "Brat”;  9 

Territories;  0 

Foreign  Countries;  1 


Ansv/er 

A 4 

B 10 

C 39 

D 26 

E 35 

F 14 

G 6 

No  answer  1 

A 2 

B 2 

C 14 

D 31 

E 22 

A 70 

B 0 

C 0 


10 


5 


3 


11 


4 


2 


3 

10  ■ 
1 
0 


7 

6 

20 

11 

20 

10 

11 

1 

1 

5 

24 

20 

11 

19 

42 

0 


140 


9.  Answer 

Pr imarv 

Validati on 

Artillery 

2? 

10 

Armor 

8 

9 

Engineers 

15 

12 

Infantry 

18 

20 

Signal  Corps 

1 

10 

No  answer 

1 

0 

10.  Yes 

7 

4 

No 

63 

57 

Ordnance 

2 

0 

Transportation 

1 

0 

Signal  Corps 

1 

0 

Chemical  Corps 

1 

0 

Infantry 

1 

1 

Judge  Advocate 

0 

2 

Engineers 

0 

1 

No  ansv/er 

1 

0 

11.  Yes 

67 

54 

No 

3 

7 

A 

0 

0 

B 

0 

2 ■ 

C 

2 

3 

D 

1 

1 

E 

0 

0 

No  Ansv/er 

0 

1 

12.  Yes 

1 

1 

No 

69 

60 

13,  Commander 

53 

54  • 

Aviator 

6 

0 

Operations  Officer 

1 

0 

Construction  Eng. 

5 

1 ' 

Instructor 

2 

0 

Maintenance  Officer 

1 

0 

Chemical  Officer 

1 

0 

Lav/yer 

0 

2 

Communication  Systems 

Engineer 

0 

1 

Signal  Officer 

0 

2 

Communication  Center 

Off  0 

1 

No  ansv/er 

1 

0 

14 . A 

4 

3 

B 

34 

34 

C 

27 

-18 

D 

5 

6 

Ikl 


16.  Answer 

Primarv 

Validation 

A 

1 

1 

B 

28 

22 

C 

34 

31 

D 

7 

5 

No  ansv/er 

0 

2 

16.  Yes 

14 

23 

No 

56 

37 

No  answer 

0 

1 

17.  A 

54 

35 

B 

0 

0 

C 

2 

3 

D 

11 

17 

E 

3 

4 

No  ansv/er 

0 

2 

18.  Number  of  Tours 

1 

51 

43 

li 

0 

2 

2 

18 

14  . 

2 1/3 

1 

1 

0 

1 

19.  Involuntary  Tours 

16 

0 

28 

1 

33 

38 

2 

9 

7 

20.  Ansv/er 

Yes 

15 

17 

No 

55  - 

44 

21.  Yes 

43 

29 

No 

24 

32 

No  Ansv/er 

3 

0 

A or  C 

2 

2 

B or  C 

0 

1 

A 

8 

5 

B 

2 

10 

C 

10 

11 

D 

0 

3 

No  ansv/er 

2 

0 

22.  A 

32 

27 

B 

2 

7 

C 

12 

■ 5 

A. 


J 


1^1-2 


D 

E 

No  Answer 


Primary 

17 

6 

1 


Validation 

18 

4 

0 


23.  A 31 

B 12 

C 14 

D 11 

E 1 

No  Answer  1 


26 

9 

9 

16 

1 

0 


24.  0 5^  53 

1 15  8 

2 10 


25.  A 27 

B 1 

C 33 

D 6 

E 1 

No  Answer  2 


24 

6 

17 

10 

4 

0 


26.  A 20 

B 2 

C 11 

D 24 

E 11 

No  Answer  2 


19 

5 

11 

16 

9 

1 


Yes 

10 

No 

42 

Usually 

16 

No  Ansv;er 

2 

9 

37 

15 

0 


28.  A 18 

B 0 

C 3 

D 6 

E 41 

No  Ansv/er  2 


14 

2 

1 

3 

41 

0 


29.  A 13 

B 0 

C 1 

D 0 

E 54 

No  Ansv/er  2 


11 

0 

0 

3 

47 

0 


/ 


30,  Answer 
A 
B 
C 
D 
E 
F 
G 
H 
I 
J 
K 
L 
M 
N 
0 

None 


Primarv 

■■ 

48 
31 
24 
• 50 

2 

10 

23 

10 


9 

19 

5 

3 

12 

4 
4 
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Validation 

12 

48 

19 

15 

4? 

3 

1 

17 
11 

6 

18 
6 

3 

4 

3 

2 


31.  A 11 

B 17 

C '■  ’24 

D 13 

E 3 

F 0 

G 0 

No  Answer  2 

32.  A 8 

B 2 

C 8 

D 13 

E 37 

No  Ansv/er  2 

33.  A 9 

B 12 

C 9 

D 10 

E 11 

F 18 

No  Ansv/er  1 

34.  A 44 

B 0 

C 2 

D 1 

E 23 


13 

12 

15 

17 

3 

1 

0 

0 


3 

10 

27 

0 


9 

8 

6 

13 

13 

12 

0 


32 

3 


0 

1 


f 
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35. 

Answer 

Yes 

Primary 
— liS" 

Validation 

41 

"No 

21 

20 

No  Ansv/er 

1 

0 

36. 

Yes 

33 

29 

No 

13 

15 

Undecided 

24 

17 

37. 

A 

16 

18 

B 

5 

7 

C 

3 

7 

D 

11 

. 7 

E 

32 

22 

No  Ansv.’er 

3 

0 

00 

A 

4 

3 

B 

3 

1 

C 

4 

3 

D - 

3 

10 

E 

55 

44 

Mo  Ansvv'er 

1 

0 

39. 

A 

11 

6 ■ 

B 

4 

7 

C 

4 

4 

D 

11 

12 

E 

38 

31 

No  Ansv/er 

2 

1 

40. 

Average  tour 

28,7  months 

26,23  months 

Median  tour 

28  months 

24  months 

Primary 

Validation 

D 

23 

14 

E 

0 

0 

Yes 

29 

19 

No 

41 

39 

No  Answer 

0 

3 

A 

33 

32 

B 

2 

6 

C 

4 

6 

D 

16 

9 

E 

15 

8 . 

Opportunity  to  be  Creative 

Exist  Influence 


Primary 

Validation 

Primary 

Validati 

A 

12 

14 

20 

15 

B 

- 30 

23 

2 

1 

C 

25 

22 

5 

5 

D 

3 

2 

10 

7 

E 

32 

31  . 

No 

Ans  0 

0 

0 

2 

Feeling  of  Achievement 
Exist 

Primary  Validation 
A 32  26 

B 31  25 

C 7 9 

DO  0 

E - 

No  Ans  0 1 


Influence 

Primary  Validation 
6 4 

1 2 

1 0 


Delegation  of  Authority 


Exist 


Prim.ary 

Validation 

A 

13 

11 

B 

36 

33 

C 

18 

16 

D 

1 

1 

E 

- 

- 

No  Ans  2 


Influence 

rimary  Validation 
18  12 

2 2 

2 6 

7 8 


0 
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Granting  of  Responsibility 

Exist 

Influence 

Primary  Validation 

Primary 

Validation 

A 

29 

29 

11 

8 

B 

27 

22 

1 

3 

C 

11 

10 

4 

2 

D 

1 

0 

2 

7 

E 

* 

- 

49 

39 

No 

Ans  2 

0 

3 

2 

Recognition  for 

a Job  Well  Done 

Exist 

Influence 

Primary  Validation 

Primary 

Validation 

A 

18 

17 

11 

10 

B 

34 

27 

1 

1 

C 

16 

16 

1 

5 

D 

1 

0 

9 

5 

E 

* 

- 

45 

37 

No 

Ans  1 

1 

3 

3 

Opportunity  For 

A Private  Life 

Exist 

Influence 

Primary  Validation 

Primary 

Validation 

A 

9 

3 

22 

15 

B 

2? 

26 

3 

5 

C 

28 

28 

7 

9 

D 

6 

3 

19 

16 

E 

- 

18 

13 

No 

Ans  0 

1 

0 

3 

High  Status  and 

Prestige  in 

the 

Military  Community 

Exist 

■ 

Influence 

Primary  Validation 

Primary 

Validation 

A 

10 

11 

28 

20 

B 

32 

20 

0 

5 

C 

20 

21 

3 

3 

D 

8 

8 

5 

3 

E 

- 

- 

33 

27 

No 

Ans  0 

1 

1 

3 

High  Status  and 

Prestige  in 

the 

Civili an 

Community 

Ex  ist 

Influence 

Pr  i m a t.-  y V a 1 i d a t i o n 

Primarv 

Validati on 

A 

1 

1 

32 

2? 

B 

10 

8 

3 

8 

C 

34 

27 

7 

10 

D 

E 

No  Ans 


47,  Ansv/er 
A 
B 
C 
D 
E 
F 

No  Ansv/er 


Exist 

Primary  Validation 

25  25 


Primary 

22 

2 

k 


Influence 

Primary  Validation 
12  7 

15  6 

1 3 

Validation 

i? 

1 

9 

3 

26 

5 

1 


49.  Yes 
No 


No  Answer 

A 

B 

C 

D 

E 

No  Ansv/er 
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RESIGNEE'S  RESPONSES 


1.  tES. 
25 


PriTnar> 

1 

9 

14 

13 

7 

2 

1 


Validation 

2 

15 

23 

23 

1 

4 

0 

0 


2,  Answer 
A 
B 
C 
D 
E 


De  pendents 
0 
1 
2 

3 

4 

5 

Ansv;er 

A 

B 

C 

D 

New  England;  Conn. , Me. , 
Mass.,  N.H,,  R.I.,  Vt. 

Middle  Atlantic.  New 
Jer. , N. Y. , Pa. 

South  Atlantic:  Del.  , 
Fla.,  Ga. , Md . , N.  and 
S.  Car.,  Va.  , V/a'^;h.  D.C.  , 
W.  Va. 

Sou  tin  Ala.  , Ky.  , Miss.  , 
Tenn, 


1^9 


W'estern  South:  Ark., 

Primarv 

Validation 

La. , Okla. , Texas 

Great  Lakes:  111.  . 
Ind,,  Mich.,  Ohio, 

6 

5 

Wise. 

12 

10 

Great  Plains;  Iowa, 
Kan, , Minn. , Mo. , Neb, 


N,  and  S.  Dak, 

7 

10 

Mountain:  Ariz. . Colo. . 
Idaho,  Mont. , Nev. , 

Nev/  f/iex,  , Utah,  V/yo, 

1 

2 

Pacific:  Alas. , Calif, , 

Hawaii,  Ore.,  Wash, 

3 

5 

Arniv  "Brat": 

1 

5 

Territories: 

0 

0 

Foreign  Countries: 

0 

1 

Answer 

A 

13 

20 

B 

11 

3 

C 

34 

36 

D 

1? 

20 

E 

27 

29 

F 

2 

9 

G 

15 

9 

A 

2 

2 

B 

8 

4 

C 

18 

24 

D 

21 

31 

E 

12 

7 

A 

0 

1 

B 

3 

1 

C 

5 

5 

D 

13 

12 

E 

15 

23 

F 

0 

3 

G 

25 

20 

No  Ansv/er 

0 

3 

A 

12 

3 

B 

49 

-65 

C 

0 

0 

* 


* d. 
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10. 


11. 


12. 


13. 


14. 


Answer  Primary 

Validation 

Artillery 

24 

29 

Armor 

12 

4 

Engineers 

6 

18 

Infantry 

15 

11 

Signal  Corps 

4 

4 

No  Answer 

0 

2 

Yes 

13 

10 

No 

48 

56 

No  Answer 

0 

2 

Military  Intelligence 

6 

3 

Infantry 

2 

1 

Ordnance 

1 

1 

Adjutant  Generals 

2 

3 

Artillery 

1 

0 

Air  Force 

1 

0 

Engineers 

0 

1 

Signal  Corps 

0 

1 

Yes 

6 

10 

No 

55 

56 

No  Ansv.'er 

0 

2 ■ 

Yes 

46 

51 

No 

14 

15 

No  Ansv/er 

1 

2 

A 

0 

1 

B 

6 

3 

C 

5 

5 

D 

3 

4 

E 

0 

0 • 

No  Answer 

0 

2 

Commander 

46 

53 

Aviator 

1 

0 

Operations  Officer 

0 

1 

Instructor 

0 

1 

Signal  Officer 

2 

0 

Adjutant 

3 

1 

Intelligence  Officer 

4 

2 

Engineer  Officer 

1 

0 

Missle  Maintenance 

1 

1 

Fire  Direction  Officer 

0 

1 

Ro.dio  Officer 

0 

2 

Elcclr-onic  Warfare  Off 

0 

1 

No  Answer 

3 

5 

Answer 

Primary 

Validation 

A 

7 

9 

B 

25 

22 

C 

26 

24 

D 

2 

10 

No  Answer 

1 

3 

A 

6 

12 

B 

10 

14 

C 

34 

26 

D 

11 

11 

No  Ansv/er 

0 

5 

Yes 

12 

7 

No 

33 

26 

Usually 

4 

6 

Sometimes 

12 

26 

No  Answer 

0 

3 

A 

36 

40 

B 

1 

2 

C 

9 

8 

D 

13 

14  • 

E 

2 

1 

No  Ansv;er 

0 

3 

Number  of  Tours 

0 

22 

8 

1 

31 

46 

3i 

0 

1 

2 

1 

10 

1 

1 • 

3 

0 

1 

No  Answer 

0 

1 

Involuntary  Tours 

0 

35 

22 

1 

25 

41 

2 

1 

4 

No  Answer 

0 

1 

Yes 

u 

9 

No 

57 

57 

No  Answer 

0 

2 

Yes 

32 

26 

No 

29 

39 

No  Ansv/er 

0 

- 3 

15? 


• I 


• a 


Primarv 

Validation 

•A  or  C 

3 

1 

A 

8 

6 

B 

10 

20 

C 

7 

9 

D 

0 

3 

23.  A 

3k 

29 

B 

7 

10 

C 

9 

11 

D 

8 

16 

E 

2 

2 

No  Answer 

1 

0 

2k.  A 

19 

12 

B 

20 

26 

C 

13 

12 

D 

6 

18 

E 

2 

0 

No  Answer 

1 

0 

2 6.  Tours 

0 

5^ 

' 61  ■ 

1 

6 

5 

1 1/3 

0 

1 

2 

0 

1 

No  Answer 

0 

0 

26.  A 

23 

23 

B 

3 

6 

C 

22 

23 

D 

10 

12  • 

E 

2 

4 

No  Answer 

1 

0 

27.  A 

20 

21 

B 

10 

9 

C 

15 

17 

D 

14 

17 

E 

1 

4 

No  Answer 

1 

0 

28.  A 

37 

44 

B 

0 

0 

C 

0 

0 

D 

6 

5 

E 

17 

16 

No  Ansv/er 

2 

• 3 

i 


lJI 


15^ 


• m 


3^.  Answer 
•A 
B 
C 
D 
E 
F 
G 

35.  A 
B 
C 
D 
E 


Primary 
' ^ 

2 

12 

25 

9 

6 

3 


Validation 

5 

5 

11 

23 

14 

6 
4 


8 

26 

14 

8 

5 


10 

30 

15 

9 

4 


36.  A 
B 

c 

D 

E 

F 


11 

10 

13 

17 

7 

8 

12 

10 

6 

6 

12 

17 

37.  A 

49 

49 

B 

3 

8 

C 

0 

2 

D 

1 

5 

E 

8 

4 

38.  Yes 

26 

26 

No 

35 

42 

39.  Yes 

23 

14 

No 

24 

37 

Undecided 

14  - 

14 

No  Answer 

0 

3 

40.  A 

26 

11 

B 

16 

29 

C 

9 

12 

D 

7 

6 

E 

3 

7 

No  Answer 

0 

3 

41.  A 

13 

8 

B 

]4 

19 

C 

13 

17 

D 

10 

6 

E 

11 

- 16 

No  Ansv/er 

0 

2 

42. 


43. 


44. 


45. 


46. 


47. 


48. 
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Ansv/er 

A 


B 

C 

D 

E 


No  Ansv/er 


Primary 

32 

12 

3 

7 

1 


Validation 

g 

33 

10 

7 

9 

3 


Average  Tour 
Median  Tour 


28,6  months 
30  months 


49. 


A 

B 

C 

D 

E 

F 

No  Ansv/er 


2 

24 

29 

4 

1 

0 

1 


A 

B 

C 

D 

E 


No  Ansv/er 


19 

15 

14 

6 

7 

0 


A 

B 

C 

D 

E 

No  Ansv/er 


8 

29 

16 

8 

0 

0 


Yes 

No 

No  Ansv/er 


26 

35 

0 


A 

B 

C 

D 

E 

No  Ansv/er 


30 

9 

10 

6 

5 

1 


Opportunity  To  Be  Creative 
Ey  i.  n t 

Primai'v  Validation 
A 5 " 2 


33.3  months 
24  months 


0 

16 

42 

3 

2 

3 

2 


15 
19 

16 
15 

1 

2 


10 

32 

14 

10 

0 

2 


26 

4o 

2 


30 
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12 

9 

8 
2 


Inf 


Primary 

9 


Validation 
' 14 
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Exist 

a 

Influence 

Primary 

Validation 

Primary 

Validation 

B 

13 

10 

17 

15 

C 

37 

39 

16 

23 

D 

5 

16 

9 

10 

E 

6 

4 

No 

Ans  1 

1 

4 

2 

Feeling  Of  Achievement 

Exist 

Influence 

Primary 

Validation 

Primary 

Validation 

A 

12 

17 

7 

10 

B 

23 

17 

11 

12 

C 

24 

31 

11 

15 

D 

1 

2 

10 

6 

E 

— 

19 

24 

No 

Ans  1 

1 

3 

1 

Delegation  Of  Authority 

Exist 

Influence 

Primary 

Validation 

Primary 

Validation 

A 

19 

12 

17 

16 

B 

20 

26 

10 

10 

C 

18 

26 

11 

13 

D 

3 

3 

6 

9 

E 

14 

19 

No 

Ans  1 

1 

3 

1 

Granting  of  Responsibility 

Exi  st 

Influence 

Primary 

Validation 

Primary 

Validation 

A 

22 

24 

15 

17 

B 

23 

28 

6 

7 

C 

15 

12 

9 

9 

D 

0 

3 

6 

4 

E 

- 

22 

30 

No 

Ans  1 

1 

3 

1 

Recognition  for  a Job  V'ell  Done 

Exist 

Influence 

Primary 

6 

Validation 

Primary 

Validation 

A 

8 

25  ' 

36 

B 

34 

30 

3 

6 

C 

20 

23 

6 . 

11 

D 

0 

6 

13 

15 

15*7 


50. 


Exist 

Influence 

Primary 

Validation 

Primary 

Validation 

£ 

- 

- 

11 

19 

No 

Ans 

1 

1 

3 

1 

Opportunity  for  a Private  Life 

Exist 

Influence 

Primary 

Validation 

Primary 

Validation 

A 

3 

1 

13 

9 

B 

12 

13 

23 

33 

C 

26 

3^ 

10 

12 

D 

19 

19 

9 

10 

E 

- 

- 

3 

3 

No 

Ans 

1 

1 

3 

1 

High  Status  and  Prestige  in  the  Military  Community 


Exist  Influence 


Primary 

Validation 

Primary 

Validation 

A 

14 

10 

26 

27 

B . 

21 

23 

6 

3 

C 

17 

23 

5 

8 • 

D 

8 

10 

6 

8 

E 

- 

- 

15 

20 

No  Ans 

1 

2 

3 

2 

High  Status  and 

[ Prestige  in  the 

Civilian  i 

Community 

Exist 

Influence 

Primary 

Validation 

Primary 

Validation 

A 

3 

1 

21 

18 

B 

9 

7 

11 

14  ■ 

C 

28 

17 

10 

12 

D 

21 

31 

12 

17 

E 

- 

- 

5 

5 

No  Ans 

0 

2 

2 

2 

Ansv,'er 

Pripiarv 

Validati on 

A 

15 

22 

B 

1 

0 

C 

3 

0 

D 

1 

0 

E 

41 

4l 

F 

1 

3 

No  An  S'. 

■/er 

0 

2 

i 


*>1.  Ansv/er 

‘ Primary 

Validation 

•A 

19 

26 

B 

10 

14 

C 

9 

7 

D 

12 

12 

E 

11 

7 

No  Ansv/er 

0 

2 

52.  Yes 

29 

31 

No 

31 

34 

No  Ansv/er 

1 

3 

53.  Yes 

10 

6 

No 

4? 

54 

Tentatively 

4 

3 

No  Answer 

0 

5 

54.  Yes 

10 

6 

No 

51 

57 

No  Answer 

. 0 

5 

Questions  55  fill'd  ^6  v/ere  open-end  questions  which  allowed 
the  respondents  to  write  as  much  as  they  desired  for  a 
response.  Therefore,  it  is  impossible  to  list  all  answers 
to  these  questions. 


f 


APPENDIX  F 

LATE  QUESTIONNAIRE  RESPONSE 

As  v/as  pointed  out  during  the  thesis  text,  tv/o 
questionnaires  were  returned  too  late  for  inclusion  in  the 
thesis  data.  A review  of  these  late  responses  shows  no 
large  differences  from  the  overall  compilation  covered 
earlier.  There  were  however,  a fev/  minor  differences  that 
could  be  related. 

One  of  the  men  indicated  he  could  have  been 
"bought"  as  he  responded  that  an  increase  of  15  to  25 
percent  in  base  pay  and/or  a bonus  of  over  $5»000  would 
have  kept  him  on  active  duty.  This  was  not  the  response 
most  often  given  by  other  resignees. 

Both  men  had  been  accepted  by  a civilian  firm 
prior  to  submitting  their  resignations  v/hich  was  also  an 
unusual  response. 

The  single  incident  having  the  largest  influence 
on  the  resignation  decision  was  in  one  case  a desire  to 
pursue  a professional  career  as  a lav/yer.  The  other  man 
resigned  primarily  because  he  felt  the  "politicians  were 
making  the  military  the  scapegoat  for  their  mishandling  of 
the  Viet  Nam  situation". 

Both  respondents  indicated  that  "nothing"  could 

have  been  done  to  keep  them  on  active  duty, 
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